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Abstract
Sacharczyk, Heather A. The University of Memphis, August, 2014. Rural School District
Personnel Directors’ and Human Resource Directors’ Factors and Strategies of the
Recruitment and Retention of Teachers. Major Professor: Larry McNeal
This study was focused on the factors and strategies of the recruitment and
retention of teachers in the 82 rural school districts throughout the state of Tennessee.
For the 52 rural school districts, which responded to the survey, data were collected and
analyzed based on the perceptions of personnel directors and human resource directors
regarding the factors and strategies of the recruitment and retention of teachers within
their school districts. First, the researcher wanted to determine what the important factors
were regarding the recruitment of teachers to rural school districts. Secondly, the
researcher wanted to understand what was perceived to be the most important strategies
in the recruitment of teachers to rural school districts and how these factors differ by
locale and Title I. Additionally, the researcher wanted to establish the most important
factors in the retention of teacher and how these retention factors differ by locale and
Title One.
The results of this study suggested that the way in which personnel directors and
human resource directors perceive the factors and strategies of the recruitment and
retention of teachers within their school districts. The findings provide evidence that the
recruitment and retention strategies by personnel directors and human resource directors
are perceived to be effective. The data showed a positive correlation for the recruitment
of teachers among the frequency of the strategy of personal contacts or networking and
the relative effectiveness of this strategy, indicating that knowing people and
communication is key to recruitment of teachers to rural school districts.
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Chapter 1
Introduction
Schools in rural settings throughout the country have typically received less
research than the urban and suburban school settings. The apparent lack of high-quality
rural research, limited funding for rural education research, and inconsistent definitions
of “rural” have led many to conclude that rural education research is limited and of poor
quality (Arnold, Newman, Gaddy, & Dean, 2005). Many rural and urban communities
are in economic distress, which contributes to many social problems that affect both types
of school systems and the students’ achievement (Budge, 2006). Both settings are often
underfunded and in poor conditions. While attempting to educate students, school
systems in these settings are using limited resources to educate students whose lives are
often inundated with domestic violence, crime, malnutrition, frequent moves, and a host
of other problems, which affect their ability to gain a solid education.
Policymakers have attempted to help rural schools by molding them to an urban
educational setting (Ayers, 2011). Rural school schools have had to follow policies put
in place by leaders based on the needs of urban schools while rural educational leaders
struggled with the dilemma of educating students using educational reform initiatives that
did not fully address the needs of rural students. As a result, many educational advocates
may view rural schools as inefficient, ineffective, and hindered by provincial attitude and
local polices.
The idea underpinning public education was developed in rural settings; however
urban educational models are often used with little concern about their applicability to
rural schools. From the beginning of the 20th century, the debate on public education
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reform has emphasized either excellence or equity among students (Petrovich, 2008).
However, rural schools are unique with each rural school system being even more
different than the other. But as a group, students in these schools have generally scored as
well as or better than non-rural students on standardized tests (Education Week, 2011).
The primary reason that urban and rural schools are different is because funding
conditions are not the only matters rural schools face. The issues for rural schools vary by
region, which often leads to misunderstandings about the challenges that rural schools
face. For instance, rural students tend to have less access to on-site advanced high school
courses than do non-rural students (Beesley, 2011). In 2002-2003, 69% of rural students
attended a school offering advanced-placement courses, as compared to ninety three
percent of students in cities and 96% of students in suburbs (Beesley, 2011). When rural
school districts apply for grants, the resulting funds based on the number of students are
often too small to accomplish the purpose of the award (National Education Association,
2014). Many rural districts do not have the personnel, resources, or experience to
compete with better-resourced districts for federal funding (Battelle for Kids, 2014).
Lacking the means to hire professional grant writers, rural districts invariably rely upon
principals or superintendents to write grant applications (Ayers, 2011). Also, teachers in
rural schools often receive considerable less salary than urban teachers. Rural educator
salaries tend to be 13.4% lower, on average, than those in urban and suburban districts,
making the competition for highly qualified teachers, a potentially insurmountable
burden for rural schools (Jimerson, 2005). Educators in rural school districts tend to earn
about $10,000 less on average than teachers in urban and suburban school districts (Rural
School and Community Trust, 2011). Rural teachers are more likely to teach multiple
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subjects and grade levels and have fewer resources in and out of school to help boost
student achievement (Rural School and Community Trust, 2011).
The availability of highly qualified instructional staff is another issue that all
educational settings face. Teacher recruitment and retention is an issue in schools across
the country, but especially in rural America. Schools in small and rural communities face
a unique set of obstacles and challenges when it comes to staffing their schools with
teachers and getting them to remain in the district for more than two to three years
(National Rural Education Advocacy Coalition, 2009a).
Small rural schools are often seen as a stepping-stone to suburban or urban
schools where the pay is better, the salary is more, and there is more support regarding
offering advanced academic courses. However, with the passage of the No Child Left
Behind legislation of 2001, the challenge of recruiting and retaining highly qualified
teaches has become an imperative for many rural school systems.
Background of Study
Rural school districts are challenged to recruit and retain highly qualified teachers
of for a variety of reasons. One of the major reasons that it is so challenging is because
teachers who may be interested in rural school lack an understanding of rural living.
Often the picture of rural is determined by picture that is painted in the minds of the
viewer by television shows. For those who have not had an experience growing up in or
having some sort of association with rural areas, stereotypical ideas or prejudicial
attitudes about rural education may come about. There is a fear of the unknown, the
feeling of being isolated from the conveniences of everyday life, and not having the close
proximity of amenities such as hospitals, specialized services, entertainment, shopping
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malls, and other amenities that suburban and urban settings offer. Schools of education
must design programs that help prospective teachers to understand deeply a wide array of
things about learning, social and cultural contexts, and teaching and be able to enact these
understandings in complex classrooms serving increasingly diverse students; in addition,
if prospective teachers are to succeed at this task, schools of education that provide
teachers for rural school districts must design programs that help their students
understand the needs and ways of life of the rural community (Darling-Hammond, 2006).
There tends to be a one-size-fits-all approach, which offers inadequate background for
understanding the needs of rural education or helping those about to enter the teaching
force to consider rural teaching as a possibility. The lack of knowledge keeps people
from considering what a rural school district may have to offer.
In addition to the fear of the unknown, is the factor of the salaries of rural school
teachers. Rural teachers tend to earn less than teachers in other locales (National Center
for Education Statistics, 2007). In 2007 - 2008, rural teacher were paid an average salary
of $44,020, significantly lower than suburban teachers’ average salary of $54,220 and
urban teachers’ average salary of $51,230 (National Center for Education Statistics,
2009a). Many new teachers take a job in a rural school district to use as a stepping-stone
until they are able to gain employment in a higher paying school district. When teachers
are coming out of college with tens of thousands of dollars in student loans, the draw to a
higher paying district tends to look more appealing, especially if they are considering
advancing their degree beyond a bachelor’s degree and having to fund their advanced
degree on their own.
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Large cities, remote towns, and rural areas have significantly higher percentages
of beginning teachers than suburbs, fringe-distant towns, and midsized-small cities
(Gagnon & Mattingly, 2012). These areas, especially rural school districts, have a high
turnover of teachers, especially within the first three years of teaching (Gagnon &
Mattingly, 2012). For rural schools, this brings about the problem of lack of personnel to
fill the countless essential roles needed within a school, often each person is responsible
for broad discipline, teach multiple subjects, and have to wear an array of “hats” in order
for all of the essential jobs to be completed, regardless of certification. Administrators
are often called into the classroom, become bus drivers, and janitorial workers, while
teachers often teach more than one subject areas. Rural teachers are also called upon to
teach more than one particular subject and even fulfilling a leadership role when
opportunity arises (Eppley, 2009).
With the standards of teachers being raised under the No Child Left Behind Act of
2001, the standards of a highly qualified teacher has increased. States are required, under
the No Child Left Behind legislation, to adopt standards that address the achievement of
all children. The achievement is measured by annual testing at each school district in
grades 3 through 8 and at least once in grades 10 through 12 in the core subjects of
reading, language arts, and mathematics (National Council on Teacher Quality, 2004).
By the school year 2005-2006, teachers are required to be “highly qualified,” which
includes hold a bachelor’s degree, a teaching license, and demonstrate competency in the
academic content in the areas in which they teach (National Council on Teacher Quality,
2004).
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While “highly qualified” teachers are needed in rural schools, the assumption of
the expectations of the No Child Left Behind Act is especially problematic in rural
schools. The unique challenges of rural schools of staffing and retention, funding,
curriculum, and enrollment, help to form a determination of what constitutes a highly
qualified teacher more complicated than the act mandates. The logistical challenges of
rural schools make the delivery of the directive problematic for rural schools; however
there are greater factors that determine the availability of highly qualified teachers. The
expectations of rural communities regarding education are unique because the needs of
rural communities largely reflect circumstances unique to those communities (Aerni,
2004). Under the NCLB act, rural schools and communities lose their opportunities to
define teacher quality in ways that meet the needs of the local rural area.
In 2004, there was a significant change to the No Child Left Behind Act. Two
years before the 2006 deadline of every teacher needing to highly qualified, the United
States Department of Education offered schools two means of delaying compliance. The
first program, High Objective Uniform State Standards (HOUSSE), offers broader but
temporary assistance, however, it is the second program, the Rural Flexibility Provision,
which influenced rural schools significantly. This controversial flexibility provision was
offered only to the rural schools that qualified for the United States Department of
Education’s Small Rural Schools Achievement program (Rural School and Community
Trust, 2004). To qualify for the Small Rural Schools Achievement program, a school
district must either have fewer than 600 students in Average Daily Attendance or be
located in a county with fewer than 10 people per square mile and the school districts
must be located in communities with fewer than 2,500 residents (Rural School and
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Community Trust, 2004). Under this program, rural veteran teachers in sparsely populated districts with fewer than 600 students were given one extra year to attain
highly qualified status. According to Rural Schools and Community Trust (2004), the socalled flexibility rules effectively exclude about 75% of the nation’s rural and small-town
schools and show racial regional and poverty bias excluding some of the highest need
rural schools in the county. The majority of the schools that qualified for the Small Rural
School Achievement Program were located in the Midwest and Great Plains regions
(Rural School and Community Trust, 2004).
The “highly qualified teacher” requirement of No Child Left Behind has put
pressure on rural school districts to recruit and retain highly qualified regular and special
education teachers (Hammer, Hughes, McClure, Reeves, & Salgado, 2004). Rural
schools have struggled to find an adequate supply of teachers, but now their struggle is to
find quality teachers, which is difficult because rural teachers are supposed to show
excellence, but what they really need first is equality. Attracting highly qualified
teachers in the areas of math, science, and foreign language areas is extremely difficult in
the rural setting. Many teachers being hired are ones who have just graduated from
college and are looking to start small or take the first job that comes along. Often times,
surrounding urban and suburban school districts are able to give larger salaries, better
benefits, and more resources like professional development. Rural school districts
attempt to find a way to attract new teachers, however with limited monetary resources,
school districts tend to fall short. One way rural school districts attacks the challenge of
obtaining highly qualified teachers by striving to have their compensation/
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insurance/benefits packages are comparable to neighboring suburban and urban school
districts. While other rural school districts give a onetime signing bonus to new teachers.
After attracting teachers to rural areas, the more difficult task of keeping them in
these rural areas begins. Providing professional development district wide in order to
bring about new ideas to the teacher encourages a sense of belonging. Rural school
district leaders attempt to make a connection with the community, which in turn gives the
teachers support by being an active part in the schools and in the classrooms. These
struggling school districts constantly attempt to not only keep teachers within the school
system, they also encourage teachers to advance professionally, with hopes that they will
remain in the school district. With the assistance of technology and online learning
opportunities and professional development, aggressive rural school districts have found
tools to gain and keep quality teachers.
This study is an examination of the relationship between the perceptions of
Human Resource and Personnel Directors in rural school districts in Tennessee pertaining
to the recruitment and retention of highly qualified teachers and the school district
demographics (school locale, demographics of students, and percentage of students who
qualify for Title One, teaching vacancies, and teacher qualifications).
Problem Statement
Small rural school districts have difficulty finding qualified teachers who fit in
with the school community and who will stay. In addition, they have problems retaining
these teachers. A study by the National Rural Education Advocacy Coalition (2009)
found that recruitment and retention are both difficult in rural schools because they not
able to offer as many incentives as urban and suburban schools (American Association of
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School Administrators, 2009a). Rural school district human resources directors are
usually the school personnel responsible for recruiting and retaining highly qualified
teaches. There is a paucity of research about factors that influence the recruitment as well
as strategies for the recruitment and retention of highly qualified teachers. Understanding
Tennessee rural school district human resources directors’ perceptions of factors that
influence recruitment as well as recruitment and retention strategies is the focus of this
study.
Research Questions
The key questions associated with this research are:
1. What are the most important factors in recruiting teachers?
2. What do human resource directors perceive are the most effective strategies in the
recruitment of teachers?
3. How do these recruitment factors differ by locale and Title One?
4. What are the most important factors in retaining teachers?
5. How do these retention factors differ by locale and Title One?
Purpose of the Study
The purpose of this study is to gain an understanding of Tennessee rural school
district personnel directors’ and human resources directors’ factors and strategies that
influence recruitment as well as recruitment and retention strategies of teachers. The
paucity of research regarding factors and strategies for the recruitment and retention of
highly qualified teachers is a problem. It is important to find the most effective
recruitment and retention strategies in order to adequately market spots requiring highly
qualified teachers for rural school districts. In addition, school districts must create

9	
  

innovative ways to retain and recruit teachers in rural school districts. By studying this
information, it will help to determine what types of strategies have been found to be the
most effective for rural school districts throughout Tennessee.
Definitions of Terms
The findings of this study were reviewed within the context of the following
definitions of operational terminology:
•

Adequate Yearly Progress (AYP) - States are held accountable and are required to
hold local education agencies (LEA’s) accountable for developing standards and
putting systems in place to ensure that students are able to meet or exceed those
standards. States and LEA’s are to prove they have done so by assessing the
students. (http://psea.org/ uploadedFiles/Publications/Professional_Publications/
Brieging_papers/Briefing_Papers_Summaries/ESEAAcountabilityAYP.pdf,
November 28, 2009).

•

Free and Reduced Lunch Percentage - The percentage of students who receive a
free or reduced breakfast or lunch on a daily basis, then divided by the total
enrollment of students at the school (www2.ed.gov/about/inits/ed/edfacts/eden/
non-xml/n033-7-0.doc, November 27, 2009).

•

Full Time Teaching Position – As defined by the researcher, to be a position in
which a teacher teaches daily during the entire length of the school year.

•

Highly Qualified Teacher - A term coined from NCLB geared towards the teacher
having a college degree, being qualified to teach the subject being taught, and is
state-certified (http://www2.ed.gov/nclb/methods/teachers/stateplanfacts.pdf,
November 28, 2009).
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•

Human Resource Director – For purposes of this study, the term human resource
director(s) will be used to describe those personnel in positions within a rural
school district who are connected with the recruitment of personnel for the
district. It is a term that will be used interchangeably with Personnel Director,
since many rural school districts also use this term to describe a human resource
director. Human resource directors are responsible for the smooth transitions of
business environments, supervise and provide consultation to management on
strategic staffing plans, compensation, benefits, training and development, budget,
and labor relations. A Human Resource Director is also expected to take a
leadership role in developing a culture that enables employees to perform in
accordance to a firm’s objectives. (http://www.villanovau.com/ hr-director-jobdescription/, June 13, 2013).

•

Individuals with Disabilities Education Act (IDEA) - Determined by the
researcher to be the act brought about to ensure the educational rights of students
with disabilities.

•

Locale – Locale for the purposes of this study is used to describe schools. It is
derived from a classification system originally developed by NCES in the 1980’s
to describe a school’s location ranging from “large city” to “rural.” The codes are
based on the physical location represented by an address that is matched against a
geographic database maintained by the Census Bureau (http://nces.ed.gov/ccd/
rural_locales.asp, June 28, 2013).

•

No Child Left Behind (NCLB) - Signed into U.S. law in 2002, seeks to increase
accountability for student performance in public schools. (http://www2.ed.gov/
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nclb/landing.html, November 25, 2009).
•

Percentage of Teacher Openings – Determined by the researcher to be the amount
of teacher job opportunities within that particular school district.

•

Percentage of Teachers Holding Credentials – Determined by the researcher to be
the amount of teachers holding teacher certifications endorsed by the Tennessee
Department of Education.

•

Race/ Ethnicity - Categories developed in 1997 by the Office of Management and
Budget (OMB) that are used to describe groups to which individuals belong,
identify with, or belong in the eyes of the community (http://nces.ed.gov/ipeds/
glossary/?charindex=R, June 28, 2013). The categories do not denote scientific
definitions of anthropological origins. The designations are used to categorize
U.S. citizens, resident aliens, and other eligible non-citizens. Individuals are asked
to first designate ethnicity as:
•

Hispanic or Latino or

•

Not Hispanic or Latino

Second, individuals are asked to indicate one or more races that apply among the
following:
•

American Indian or Alaska Native

•

Asian

•

Black or African American

•

Native Hawaiian or Other Pacific Islander

•

White
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•

Rural - Rural areas are sparsely settled places away from the influence of large
cities and towns. Such areas are distinct from more intensively settled urban and
suburban areas and also from unsettled lands such as outback or wilderness
(Johnson & Strange, 2005).

•

Rural Community - A community with less that 2,500 in population, is located
away from a large metropolitan area, and the local school is the center point of
community activities (Colardarci, 2007; Johnson & Strange, 2005).

•

Rural School District - The definition of rural schools was revised in 2006 by the
National Center for Education Statistics (2007), to better serve the needs of
students and educational professionals. The old classification made use of eight
codes, two for each of the following classifications: urban, suburban, towns, and
rural. The new classification system has the same four categories – city, suburban,
town, and rural – each of these is then subdivided into three smaller categories
(National Center for Education Statistics, 2007).
A more simply implicit definition is defined by the U.S. Bureau of the Census
(2008) is the following:
The U.S. Bureau of the Census defines “rural” as a residual
category of places “outside urbanized areas, in open country, or in
communities with less than 2,500 inhabitants,” or where the
population density is “less than 1,000 inhabitants per square mile”
For the purposes of this research, the U.S. Bureau of the Census’ definition of
rural will be utilized.
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•

Student Population Size – Determined by the researcher to be the number of
students who attend a particular school district.

•

Teacher Vacancies – Determined by the researcher to be a position created due to
a resignation, retirement, promotion, transfer, or dismissal, or the creation of a
new position that requires a license in order to be fully certified as an educator.
Title 1 - The federal No Child Left Behind (NCLB) act of 2001 aims to bring all
students up to the proficient level on state tests by the 2013-14 school year, and to
hold states and schools more accountable for results. NCLB requires all districts
and schools receiving Title I funds to meet state "adequate yearly progress"
(AYP) goals for their total student populations and for specified demographic
subgroups, including major ethnic/racial groups, economically disadvantaged
students, limited English proficient (LEP) students, and students with disabilities.
If these schools fail to meet AYP goals for two or more years, they are classified
as schools in need of improvement and face consequences (http://www.great
schools.net/definitions/wa/nclb.html, November 25, 2009).

Significance of the Study
Research on rural schools is limited compared to urban and suburban schools. In
order to have a better understanding the effects of placing an urban approach to the
planning of rural schools, there is a need to research issues that affect rural school
education. Policy makers and other persons involved in finding the best solutions for the
unique obstacles in educational settings have tended to try a “one size fits all” approach
to educational tribulations in rural schools. Due to the major differences in rural and
urban schools, this type of thinking does not fit the problems associated with rural
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schools. This study would bring about a more awareness for the needs of rural schools to
do a better job of recruiting and retaining highly qualified teachers. This study also
responds to a call for research pertaining to rural schools and the difficulties these schools
have bring quality education in an ever-changing society.
Conceptual Framework
In order for a community to prosper, there needs to be a few different events
taking place, interaction, building and reciprocating trust between the people of that
community. Rural school systems have the same goals as suburban and urban school
systems, however they are often working with less financial backing from local and
government stakeholders. As an alternative to getting a large amount of monetary
support from local stakeholders, rural school systems often gain support for programs
from local stakeholders. Putnam’s social capitol theory refers to the institutions and
mechanisms whereby residents relate to and interact with each other to solve problems
for the common good (Debertin, 2008). According to Putnam’s theory, interactions
allow for people to build communities, to commit themselves to the community, and to
make a social fabric that will benefit all involved.
Social capital consists of formal and informal systems of norms, institutions and
organizations that promote trust and cooperation in small communities and also in the
wider society. It is “capital” because it is a resource that helps to accelerate the
accumulation of well-being, and “social” because it is not the exclusive property of
individuals but is possessed by social groups and can be a characteristic of entire social
systems. Communities form at different stratification levels (Debertin, 2008). Work
colleagues may geographically live great distances from one another, but still form a
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community built upon likenesses centered around work. Where people who attend a
particular church form a community built upon religious beliefs. In a rural setting, there
is more of a chance that communities based on non-geographic shared interest and values
overlap with the geography. In rural communities, geographic and non-geographic social
capital networks frequently overlap such that it is even difficult to distinguish between
the two (Debertin, 2008).
Part of the charm of living in a smaller town is that each neighbor is more aware
of the other persons within their community, establishing long term relationships with
one another and with those in surrounding rural areas, providing emotional and financial
support when needed. School personnel, students, and families often socialize outside of
school, so teachers have more opportunity to observe their students’ achievements in
other settings beyond school (Duke Talent Identification Program, 2014). Because of this
familiarity, the community establishes a vested interest in each scholar’s individual
differences more readily. Rural community members are accustomed to adapting and
making use of available resources, especially when it comes to the youth connected to the
community (Duke Talent Identification Program, 2014). The community opens itself up
to being used as a resource, enhancing open-ended learning opportunities for students and
community members. Often times, schools are often used as community centers or
places of worship, bringing the community together at different levels.
Robert D. Putnam is who have used social capital theory to better understand the
community in which one lives (Claridge, 2004). Putnam’s focus is on the benefit
accruing to the community from the individuals involved in the community, establishing
relationships purposefully and employing them to generate intangible and tangible

16	
  

benefits, either social, psychological, emotional and economical, in short or long terms.
The social capital theory is based on the beliefs of efficacy, trust, and engagement.
Efficacy is the belief that one can make a difference in a social context. A rural school
system must believe that they are making a difference in the community in which they
serve. Trust entails residents from common and different social backgrounds trusting one
another and organizations within the community. Rural school systems and stake holders
must be willing to trust one another and seek out help and support one another when
needed. Engagement requires residents to be engaging with others from common and
different social backgrounds, in addition to engaging with different organizations and
systems. Rural school systems and rural stake holders must be prepared to broaden their
relationships with those surrounding them, engaging in exchanging information with one
another. These parts of social capital theory lead to three distinct networks, which tie
together. The linking network, residents have connections to organizations and systems
that help them gain resources and bring about change. A bridging network is established
when residents have broad connections that help them expand opportunities. Residents in
bonding networks have close connections that give a sense of belonging and help them
get by. These beliefs and networks shape the interaction amongst the members of a
group, organization, community, or a society, bringing about social and economical
benefits to individuals involved (Claridge, 2004).
Limitations of the Study
This study will be limited in the following ways:
1. The focus of this study is limited only to those who participate in the study.
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2. The study is limited to the accuracy of the questions, of the responses, and of
the answers.
3. The study is limited by the current research on teacher recruitment and
retention in school generally, but especially as it pertains to rural schools.
Delimitations of the Study
This study will be delimited in the following ways:
1. This study is delimited to rural schools in Tennessee.
2. This study is delimited to Human Resource Directors and Personnel Directors
in Tennessee rural school districts.
3. This study is delimited to only known variables that impact recruitment and
retention because other variables may influence these areas.
4. This study is delimited to survey methodology approach.
Organization of the Study
This study is of the utmost importance to various stakeholder groups having a
vested interest in public education. In chapter 1, it is declared that the rationale of this
assessment is to recognize and examine the situations connected to teacher recruitment
and retention in rural Tennessee K-12 Public School Districts. Research questions will
be used to construct the survey, which will direct the participants to provide the
compulsory data for the evaluation. Key terms will be provided to assist the reader in
understand the concerns that are most emphasized in rural schools and throughout the
evaluation. Chapter 2 consists of a review of related literature that provides the basis for
the analysis and a viewpoint for the concentration of topics for Tennessee rural school
districts.

Chapter 3 will provide the general methodology used with the research,
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focusing on the research questions. Further, it describes an accurate portrayal of the
participating rural school districts, how they were selected, the research design, the data
analysis, and the limitations of the study. Chapter 4 will consist of the analysis of the
data and discussion of the questions. Chapter 5 will consist of a summary of the data,
conclusions reached as results of the study, in addition to implications and
recommendations for further research.
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Chapter 2
Literature Review
Introduction
This chapter is a review of the literature related to the study of the recruitment and
retention of highly qualified teachers. The issue is universal to most rural schools;
however, the focus of the study will be rural school districts in the state of Tennessee.
The literature review has six sections: (1) overview of rural schools, (2) federal education
legislation and rural education, (3) Tennessee education legislation and rural education,
(4) teacher shortage issue, (5) teacher recruitment strategies, and (6) teacher retention
strategies. The chapter concludes with a summary.
Overview of Rural School Districts
The United States experienced several economic “declines” in the 20th century
starting with the great depression in the 1930s. It was during the second economic shift
between the 1970s and 1980s that America began to lose its international competitiveness
(Dezhao, 2013). The economic shift affected farm commodities prices and income. It
also accelerated the migration of people and businesses from rural areas to urban areas
and as a result, rural school enrollment declined and the cost of educating rural students
started to rise. This brought about a financial crisis for many rural school districts, which
lead many rural school districts to consolidate with surrounding school districts.
With consolidation the federal government developed locale codes in the 1980s to
describe a school district’s location (National Center for Educational Statistics, 2007).
The codes were based on the physical location represented by an address, which was
matched with a geographic database maintained by the Census Bureau (National Center
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for Educational Statistics, 2007). This made it possible to locate the address of a school
district precisely, using latitude and longitude coordinates. The codes were refined in
2006 when the National Center for Education Statistics revised its definition of rural
schools. The NCES worked with the United States Census Bureau to create a new locale
classification system based on improved geocoding technology to reflect the Office
Management and Budget (OMB) 2000 definitions of metro areas that rely less on
population size and county boundaries than proximity of an address to an urbanized area
(National Center for Education Statistics, 2007).
The Census Bureau made a shift in determining rural-urban boundaries by
changing and liberalizing the procedures for delineating urbanized areas of 50,000 or
more people, and abandoning place boundaries in measuring urban or rural population
(United States Department of Agriculture, 2013). According to this system, rural areas
consist of all territory located outside of urbanized areas and urban clusters (United States
Department of Agriculture, 2013). The National Center for Educational Statistics (2007)
further refined what a rural area is with the following definition of rural areas:
Rural is classified into three different categories, each having a distinct difference.
Fringe is an area which is less than or equal to 5 miles from an urbanized area, as
well as rural territory that is less than or equal to 2.5 miles from an urban cluster,
which consists of at least 2,500 and less than 50,000 people. A distant area is a
rural territory that is more than 5 miles but less than or equal to 25 miles from an
urbanized area, as well as rural territory and is more than 2.5 miles but less than
or equal to 10 miles from an urban cluster. A remote area is more than 25 miles
from an urbanized area and is also more than 10 miles from an urban cluster.
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One in five students attends a rural school, and more than half of all school districts and
one-third of all public schools are in rural areas (Strange, Johnson, Showalter, & Klein,
2012). Rural student enrollment grew 15% between 2002 and 2005, an increase of 1.3
million students (Ayers, 2011). With the release of the new locale code system released
by The National Center for Education Statistics in 2006, it has been identified that 26,390
rural schools serve 9,974,462 rural students in communities of fewer than 2,500 people
(Johnson, 2007). The National Center for Education Statistics (2007) found that slightly
more than 33% of regular elementary and secondary public schools nationwide were in
locations classified as rural schools that year, with about half of the states having rural
school students make up a majority of the school population, leaving more schools being
in rural locations that in either cities or suburbs in the 2009 – 2010 year.
The makeup of student populations in rural schools differs considerably across the
country but typically rural school districts student populations are predominantly white
(75%), approximately 10% were African American, and about 11% Hispanic (National
Center for Educational Statistics, 2010). Rural students account for a large and growing
segment of the school-age population but their needs have too often been overlooked in
school improvement efforts by policymakers (Ayers, 2011). They also receive less
funding per pupil than other types of school districts.
Due to the small size of small school districts, they tend to get less money from
all levels of government, but even when they get the same funding as non-rural districts it
is not enough because of the unique problems that rural school districts face (University
of Michigan, 2013). Federal funding for rural school districts is mainly based on
population. According to The Rural School and Community Trust (2011), the federal
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government provides funding to local school districts to combat the negative effect of
poverty on student achievement but it is inadequate.
The federal government provides $2,424 per pupil to the Philadelphia
(Pennsylvania) School District for the 33.6%of its student population who are
disadvantaged. It provided $1,246 per pupil to the Philadelphia (Mississippi) School
District for the 41.3% of its student population who are disadvantaged (Formula Fairness
Campaign, 2013). A greater percentage of funding for rural school districts comes from
states rather than local sources. This places rural school districts at a disadvantage when
state budgets are slashed. As a result, rural schools have less money to spend per pupil
than other schools. For instance, rural school districts spend $5,734 per pupil compared
to $6,229 per pupil for suburban school districts, and $6,575 per pupil for urban schools
(Phillips, 2003). Rural school districts serve areas more sparsely populated with smaller
tax bases, than urban or suburban districts. Furthermore, rural districts must conduct all
the work of educating their students including implementing new initiatives and
complying with state and federal policies as other districts but with fewer resources
(Howley, 2013). Rural district budgets are often further constrained by the high cost of
transporting students across long distances (Howley, 2013). Overall, rural school
districts spend less money per student on instruction, but more for student transportation
(Weldon, 2011). Also, increasing poverty in rural areas must be considered as it impacts
educational systems.
Poor families often have a difficult time giving their children the options made
readily available to those with more economic means. According to the U.S. Department
of Agriculture (2014), unemployment in rural areas throughout the United States was at
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16.6% in 2008. Compared to the unemployment rate of 9.6% in urban areas throughout
the United States, there is a difference of 7% more unemployment in rural areas (U.S.
Department of Agriculture, 2014). Rural school districts have approximately 70% of their
students on the free and reduced lunch program (Bishop, 2009). Thirty-one percent of
rural grade-school students are eligible for reduced-price or free lunches, as compared to
25% of urban grade-schoolers who qualify (After School Alliance, 2007). Poverty is not
limited by gender, race, or areas of the country (Pellino, 2007). In fact, students from
low-economic families tend to be at a greater risk for being unprepared for kindergarten,
have a higher absenteeism rate, are more malnourished, and need more health and dental
care than other students.
Rural school districts are aware of the relationship between poverty and education
because they place a greater financial strain on schools systems, administrators, and
teachers (Williams, 2010). The option to provide bilingual education, job placement
programs, or adult training courses is difficult for school systems who already feel the
strain of tight budgets. Furthermore, because of poverty rural school districts tend to
experience higher turnover rates of teachers and support staff (Williams, 2010). The
resulting problem makes it more difficult to recruit and retain highly-qualified teachers to
replace those who leave the rural school district setting.
Federal Education Legislation and Rural Education
Across America, states have focused efforts to meet the requirements and the
existence of No Child Left Behind (NCLB). The passage of the federal law No Child Left
Behind of 2001 has increased the challenge for school districts throughout the United
States to deliver high quality education for all students (Smeaton & Waters, 2008). This
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federal requirement was brought into practice under the Bush administration in 2002 (No
Child Left Behind, 2009). The implementation of the requirements and timelines
connected was demanding and challenging for all districts. However, NCLB is
particularly overwhelming for rural and small districts. NCLB brought two new measures
to education: (1) all students must achieve at a proficient level and (2) all stakeholders,
educators, students and parents will be held accountable to meet that goal (Smeaton &
Waters, 2008).
Also as a result of the No Child Left Behind (NCLB), every state was instructed
to develop and put into place measurement methods determining how students in every
school was reaching adequate yearly progress. Adequate yearly progress (AYP) is used
to determine how children in each state are making progress toward its minimal academic
standards in math and reading. Schools which have not reached AYP for two
consecutive years and have received Federal Title I funding must be identified as needing
a school improvement plan before the following school year convenes. If a Title I school
does not make AYP over a set period of years, parents are given options for their children
to transfer to another Title I school which has achieved AYP.
NCLB was built on four principals: (1) accountability for results, (2) more
choices for parents, (3) greater local control and flexibility, and (4) an emphasis on doing
what works based on scientific research (United States Department of Education, 2005).
In addition, although teacher recruitment and retention have always been a challenge, the
NCLB’s highly qualified teacher mandates increased qualification requirements so that
multi-subject teaching positions common to small rural schools demand more teacher
training than typical single-subject positions which effectively created disincentives to
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teaching in small rural schools (Beesley, Atwell, Blair, & Bailey, 2008).
In 2004, the United States Department of Education acknowledged that the
teacher-quality reforms enacted by NCLB were not easily achieved in rural schools and
so an amendment gave rural teachers who are highly qualified in at least one subject area
three additional years to become highly qualified in the other subjects they teach. The
need for the amendment is documented a fact sheet by the findings of the United States
Department of Education (2005):
Approximately one-third—or almost 5,000—of all school districts in the United
States are considered rural. As Department officials have traveled the country
listening to teachers and state and district officials, they frequently have heard that
the highly qualified teacher provisions of the NCLB law don’t adequately
accommodate the special challenges faced by teachers in small, rural districts.
Often, the teachers in these areas are required to teach more than one academic
subject. This new flexibility is designed to recognize this challenge and provide
additional time for these teachers prove they are highly qualified. (p. 1)
The flexibility provision was offered only to the rural schools that qualified for
the United States Department of Education’s Small Rural Schools Achievement program
(Eppley, 2009). It also gave rural veteran teachers in sparsely - populated districts with
fewer than 600 students one extra year to attain highly qualified status (Eppley, 2009).
However, even with the amendment, there still needs to be greater flexibility in dealing
with “unique schools and districts”, such as urban and rural districts in setting teacher
qualification standards (McCluskey, 2005). Furthermore, the standards put in place by
NCLB regarding teachers being “highly qualified” were felt to be too strict, especially the
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requirements for middle and high school teachers regarding specific subject areas being
taught (McCluskey, 2005).
In 2008, a new education reform began to take place from Arizona Govern Janet
Napolitiano’s idea, whom was the 2006-2007 chair of the National Governors
Association (Bidwell, 2014). Napolitiano believed that America could not lead the
world in innovation and remain being competitive if there was not an internationally
competitive education system (Bidwell, 2014). A task force consisting of commissioners
of education, governors, corporate chief executive officers and experts in higher
education served as the building blocks of Common Core State Standards. Deciding on
what academic standards would be required by each state was based on using the
standards from the states, Minnesota and Massachusetts, which historically had the
highest academic standards. The Common Core Standards were designed to determine
what American students needed to know in English Language Arts and Mathematics
standards, demonstrating the ability to do in order to be prepared for an entry-level
college course (Bidwell, 2014). Rick Hess (2013), a resident scholar and director of
education policy studies at the American Enterprise Institute, stated the Common Core
standards also had roots in No Child Left Behind. Under the President George W. Bushera education law, the federal government required states to test, disaggregate and report
data on student performance, but allowed states to continue deciding on their own which
standards and tests to use (Hess, 2013).
Forty-six states and the District of Columbia voluntarily adopted the Common
Core State Standards in 2010 and 2011, and these states needed assessments that were
aligned to these higher standards (Partnership for Assessments of Readiness for College

27	
  

and Careers, 2014). The Partnership for Assessment of Readiness for College and
Careers (PARCC) consisted of a group of 19 states working together to develop a
common set of computer-based K–12 assessments in English language arts/Literacy and
math linked to the new, more rigorous Common Core State Standards (CCSS)
(Partnership for Assessments of Readiness for College and Careers, 2014). The 19 states
in the consortium were: Arizona, Arkansas, Colorado, Florida, Illinois, Indiana,
Louisiana, Maryland, Massachusetts, Mississippi, New Jersey, New Mexico, New York,
Ohio, Rhode Island, Tennessee, Kentucky, Pennsylvania, and the District of Columbia.
These states will begin testing in March 2014, which will serve as a dry run for the states
that have banded together to develop Common Core tests, the Smarter Balanced
Assessment Consortium and the PARCC assessments (Lu, 2014). In most states, the real
Common Core Tests is expected to begin in 2015 (Lu, 2014).
Argument over the Common Core heated up last year across the country (Lu,
2014). Critics from both ends of the political spectrum cited a variety of complaints,
including the fear of federal control over education, questions about whether Common
Core is superior to previous state standards, and worries about the implementation of the
standards, including the cost to states and school districts (Lu, 2014). Some of the
participating states had expressed concerns about the overall cost of the tests. PARCC has
estimated its test would cost $29.50 per student – about the median its member states now
pay for standardized tests; Smarter Balanced has estimated its test will cost $22.50 per
student for the end-of-year exam and $27.30 per student including mid-year exams, less
than current standardized test costs in two-thirds of the member states (Lu, 2014).
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Theodor Rebarber, CEO of Accountability Works stated, “There are a lot of hopes
that online assessment would lower costs but what we’re seeing here is the testing costs
from the consortia are not particularly low,” (Lu, 2014). States were advised to examine
whether the Smarter Balanced and PARCC tests are really innovative, and how much
they will actually cost states to implement, causing more issues than with the price of the
test itself (Lu, 2014). States will spend up to an estimated $10 billion up front, then as
much as $800 million per year for the first seven years that the controversial program is
up and running (Chiaramonte, 2014). Much of the cost is on new, Common Core-aligned
textbooks and curriculum, but the added expenses also include teacher training,
technology upgrades, testing and assessment (Chiaramonte, 2014). For rural school
systems, implementing computer tests, with outdated and lack of computers, would be
yet another expense for these school systems, where have less funding than other larger
school systems. Due to rural school districts having a lower revenue base, rural school
leaders have had to take on greater financial burdens as a result (Garrison, 2014).
With the assistance of President Obama and Congress, there is $4.35 billion from
the American Recovery and Reinvestment Act for the education reform program, Race to
the Top, to help invest in school reform that work (Duncan, 2010). Under Race to the
Top, every child would have access to a complete and competitive education (Bidwell,
2014). President Obama presented states with an unprecedented challenge and the
opportunity to compete in a “Race to the Top” designed to spur systemic reform and
embrace innovative approaches to teaching and learning in America’s schools, thus
gaining part of the $4.35 billion available to qualifying states. The reforms contained in
the Race to the Top will help prepare America’s students to graduate ready for college
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and career, and enable them to out-compete any worker, anywhere in the world (Duncan,
2010). To date, President Obama’s Race to the Top initiative has dedicated over $4
billion to 19 states that have created robust plans that address the four key areas of K-12
education reform (Bentsen, 2013). Combined, these states serve 22 million students and
employ 1.5 million teachers in 42,000 schools, representing 45% of all K-12 students and
42% of all low-income students nationwide (Bentsen, 2013). Although the Race to the
Top Reform does not solve every issue associated with newly appointed education
reform, states that have and will have funding dedicated to them will have a lesser burden
to carry financially (Bidwell, 2014).
Tennessee Education Legislation and Rural Education
Like the rest of the country, the state of Tennessee has continuously gone through
countless education reform movements. The country has seen Effective Schools,
Accelerated Schools, Schools Within Schools, and the Education Goals movement
(Birman, 2013). The standards movement that emerged in the 1990s has morphed into
the 2001 reauthorization of the Elementary and Secondary Education Act, better known
as No Child Left Behind, followed by Race to the Top, and now the Common Core State
Standards Initiative (Birman, 2013). The state of Tennessee, like other states in the
country, underwent the constant changes, which brought about constant financial strains
for each school district.
Critics of No Child Left Behind felt the 2014 deadline was unrealistic, too rigid,
caused educators to teach to the test, and had too many schools feeling as though they
were labeled as “failures” (Montopoli, 2012). In February 2012, under President Obama,
another drastic change came for education. Ten states were granted waivers to free them
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from the requirements of the No Child Left Behind education reform law. The states of
Colorado, Florida, Georgia, Indiana, Kentucky, Massachusetts, Minnesota, New Jersey,
Oklahoma, and Tennessee no longer had to meet the 2014 No Child Left Behind target
(Mooney, Krache, & Levs, 2012). President Barack Obama explained that the move
aims to “combine greater freedom with greater accountability.” (Mooney et al. 2012). In
return for not having to follow the strict guidelines of the No Child Left Behind Act,
states would be raising standards, improving accountability, and undertaking essential
reforms to improve teacher effectiveness (Mooney et al. 2012).
For the state of Tennessee, this change is huge since schools under the Adequate
Yearly Progress measure were expected to show 20% gains per year in the areas of
mathematics and reading, but half of the schools in the state failed to show enough
progress (Roberts, 2011). Obama’s actions strips away that fundamental requirement for
those states approved, providing those state offer a viable plan instead. Under the deal,
the states must show they will prepare children for college and careers, set new targets for
improving achievement among all students, reward the best performing schools, and
focus help on the ones doing the worse (Feller, 2012). Under No Child Left Behind,
Tennessee did make progress. However, the changes under President Obama will now
cause the state to raise overall school achievement by 3% to 5% each year and to cut
achievement gaps in half over an eight-year period (Sun, 2012). Rather than categorizing
schools a failures or not giving appropriate recognition for schools making progress,
schools would be categorized into groupings that reflect their achievement. The new
groups include the following groupings (Sun, 2012, p. 3):
•

Reward schools: The 10 percent of highest achieving schools.
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•

Focus schools: The 10 percent of schools with the largest achievement gaps.

•

Priority schools: The bottom 5 percent of schools in terms of academic
performance.
The changes to No Child Left Behind were not the only education reform that had

taken place in the state of Tennessee. Two other large education reform movements
began taking place in the Volunteer State nearly simultaneously, thus becoming the
largest change in Tennessee’s education history (Bidwell, 2014). The first movement
came in 2010, when Secretary of Education Arne Duncan announced Tennessee as one of
two winners of educational grants in the first phase of President Obama’s educational
reform effort called Race to the Top (United States Department of Education, 2010a).
Duncan stated (2010),
We received many strong proposals from states all across America, but two
applications stood out above all others: Delaware and Tennessee. Both states have
statewide buy-in for comprehensive plans to reform their schools. They have written
new laws to support their policies. And they have demonstrated the courage, capacity,
and commitment to turn their ideas into practices that can improve outcomes for
students. (p. 1)
Tennessee was then awarded over $500 million in Race to the Top federal grants to help
put plans into action to change the way children were being educated.
Over four years, Tennessee pledged to expand the charter school network, turn
around perpetually low-performing schools by using data to close the teacher equity gap
between high-poverty/high-minority schools and low-poverty/low-minority schools and
improve test scores through a stepped-up teacher evaluation process that included a
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minimum of four observations a year using student growth as one of the multiple
measures (Roberts, 2011). Using the state’s data system, teacher effectiveness aligned
with Race to the Top guidelines would be measured; professional development would be
linked to teacher effectiveness based on student performance measures, in addition to
higher education providers realigning performance based goals to meet the states teacher
recruiting needs, particularly in the areas of math, science, and rural school districts
(Tennessee Department of Education, 2013).
Rural schools in Tennessee benefited from both the change to No Child Left
Behind and the Race to the Top funding. Using part of the state’s $501 million winnings
from Race to the Top, a four year study was conducted to examine why administrators
have had continued trouble getting teachers to rural areas and what the rural school
districts should be doing to keep those teachers once they are there (Gauthier, 2010). The
program includes several provisions for rural school districts; on one hand rural school
districts are given separate Absolute Priority statues from non-rural districts, while on the
other, only school districts with two thousand students may apply directly (Rural School
and Community Trust, 2012). School districts which have fewer students that two
thousand must apply in consortia of at least ten districts, meaning smaller rural school
districts must establish partnerships, align goals, and coordinate the efforts of multiple
districts in addition to writing the grant (Rural School and Community Trust, 2012).
Generally, rural school districts are at a disadvantage in competitive grant situations
because they are smaller and have fewer financial resources, giving them less ability to
hire grant writers or assign staff to grant and development activities (Rural School and
Community Trust, 2012). For Tennessee, half of the $501 million awarded will go to
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local districts, with the funding being divided according to student population, leaving
many rural school districts receiving much less than suburban and urban school districts
(Strauss, 2012). Funding throughout Tennessee was divided among school districts
according to student population, with more than $68 million of the award being used for
continued training of Tennessee teachers (Strauss, 2012). However, with there being an
issue with teacher recruitment and retention in rural school districts and the population of
students enrolled in rural school districts, funding from Race to the Top does not begin to
solve the main problem for rural schools in Tennessee (Strauss, 2012).
The second education reform movement that shook the Volunteer State, along
with the rest of the nation, was Common Core testing. Being that Tennessee was one of
the nineteen participating founding members of PARCC, Tennessee was one of the states
in the front with designing Common Core assessments (Kantrowitz, 2013). PARCC was
scheduled to replace the Tennessee Comprehensive Assessment Program (TCAP) in
math, reading, and writing for grades 3-11, reinforcing the philosophy behind the
Common Core, with more critical thinking, a deeper understanding of math concepts and
a greater use of evidence by students in their writing (Kantrowitz, 2013). One of the
largest obstacles in switching to the PARCC test is the way it will be administered online,
with the writing test actually having the students typing their “writing” response. With
the PARCC test scheduled to be administrated online, every school district in Tennessee
would need a sufficient amount of computers for their students to participate in the
testing. The testing company has recommended at least one device for every six to seven
students, causing many superintendents in Tennessee to realize that there is a greater need
for updated technology than first expected (Garrison, 2014). Tennessee superintendents
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and educators feel that getting the computers close to the testing date is insufficient, not
giving the students the needed amount of time to become accustomed to the computers
(Garrison, 2014). In the last budget season, Governor Bill Haslam set aside $51 million
for schools to upgrade their technology, giving the school districts in Tennessee a
“sufficient” amount of computers to meet the recommended amount suggested by the
creators of PARCC (Garrison, 2014).
Like all local school districts in Tennessee, DeKalb County schools have prepared
for new computerized testing that aligns with Common Core academic standards, which
have phased into the state's classrooms in recent years (Garrison, 2014). The 600 students
at the county's middle school, a 1970s "open-space" building in Smithville, have taken
turns using a single computer lab with just 30 computers, about 70 shy of what is needed
(Garrison, 2014). A $200,000 boost last year from the state helped, but additional needs
for the district's five schools top $320,000, a big ticket in the county of fewer than 20,000
people (Garrison, 2014).
For all school districts, this new education reform comes with a price to pay,
however for rural school districts, the price tag is larger due to the lack of local financial
support in the rural areas (Chiaramonte, 2014). In a Fox News report conducted by
Chiaramonte (2014), Republican Blaine Luetkemeyer from Missouri said the following
about Common Core:
When first promoting Common Core State Standards, the Department of Education
used a carrot-and-stick approach by awarding grant money and waivers from No
Child Left Behind regulations in exchange for adoption of the standards. At a time of
economic recession and shrinking state budgets, this federal money enticed the vast
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majority of states to adopt CCSS and their aligned assessments, often without states
being able to fully analyze the future costs of annual testing. I’m afraid the bloom is
off the rose as our, and a number of other states, are realizing the new assessments
will cost nearly twice as much as the previous state-based tests. (p. 1)
It is not just the lack of computers, but the technological support and computer
programs that goes along with them. Although computers may be donated to school
systems, the most recent Microsoft program installed is Microsoft 2003, a program more
than 10 years old, using internet connections that are considered “old school” since they
are not the most updated bandwidth (Chiaramonte, 2014). Nationally only 39% of public
schools have wireless network access for the whole school (Cohen, 2013). The White
House noted that fewer than 20% of educators throughout the nation felt that their
school’s internet connection meet their teaching needs, yet alone the needs of the students
(Cohen, 2013). Rural America lags behind the rest of the country in Internet usage,
making rural schools an important center of connectivity in the communities (U.S.
Department of Commerce, 2011). In 2010, for instance, 57% of rural households had
broadband Internet access, compared to 72% in urban areas, according to a November
2011 report by the U.S. Department of Commerce (2011). With this information,
President Barack Obama’s ConnectED initiative, announced the summer of 2013, aimed
within five years to connect 99% of America’s students through next-generation
broadband (with speeds no less than 100 Mbps and with a target of 1 Gbps) and highspeed wireless networks in schools (Cohen, 2013). Rural areas needing increased
internet access have been given a boost by the United States Department of Agriculture,
which announced in October 2013 they would award broadband grants worth $20.3
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million to 14 rural communities in Alaska, Kentucky, Nevada, North Dakota, Oklahoma,
South Carolina, Tennessee, and Texas to bring their broadband up to the 21st century
(Starc, 2013). Rural schools have been leaders in distance-learning and online education
in order to bring modern learning into remote rural settings (Butrymowicz, 2012).
However, this form of education, like books with an expired publishing date, often times
needs to be updated to the newest information in order to bring about the best learning
opportunities for those connected to rural school districts (Butrymowicz, 2012).
Teacher Shortage Complications
Much like the problem of having a shortage of computers and technical support, a
similar problem exists regarding the people directly connected with education. Although
the problem of teacher recruitment and retention varies across the United States, overall
there is a major shortage of teachers in rural school districts (American Association of
School Administrators, 2009a). The Center for Education Reform (2012) has found there
to be 13,809 public school districts throughout the United States, of which there are
132,656 total schools consisting of 88,982 elementary schools, 27,575 secondary schools,
14,837 combined (K-12), and 1,262 alternative schools (Center for Education Reform,
2012). In the fall of 2013, about 50.1 million students attended public elementary and
secondary schools (National Center for Educational Statistics, 2013). According to
Robert Mahaffey (2012), more than 9.6 million students are enrolled in rural school
districts in the United States — nearly 21% of all public school students in the United
States. An additional 1.8 million students are enrolled in rural schools in districts not
classified as rural by the federal government (Mahaffey, 2012). Together, these 11.4
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million students who attend rural schools comprise more than 23% of all public school
students throughout America (Mahaffey, 2012).
A dramatic finding was found by a survey complied by MetLife in 2011. Teacher
job satisfaction has now reached the lowest level seen in more than two decades
(MetLife, 2012). The survey found that the decline in job satisfaction is coupled with
large increases in the number of teachers indicating they are likely to leave the profession
and in the number who do not feel their jobs are secure (MetLife, 2012). The effects of
the economic downturn in school budget cuts, schools with high population of lowincome minority and English language learner (ELL) students, and the ever threat of
raising test scores to meet the state standard, were found to play a part in the pressures
that teachers face on a daily basis, leading to decline in job satisfaction (MetLife, 2012).
Ten years of focus on high-stakes testing, tying teacher evaluations to students’ test
scores on frequently-flawed and so-called objective tests, teacher reform focused solely
on rooting out bad teachers and failing to develop the whole profession, budget cuts,
furloughs, increases in class sizes, the stripping of the arts from the curriculum, punitive
legislation has clearly taken its toll (Moore, 2012). In the past two years (2010 – 2012),
the percentage of teachers who previously reported being very satisfied with their jobs
fell from 59% to 44%, with the number of teachers contemplating leaving the profession
increasing to 29% from 17% (Moore, 2012). Forty years ago, the average teacher had 15
years of experience, 10 years ago, the average teacher had between one and five years of
experience, where today, most teachers in America have been on the job just one year
(Moore, 2012).
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The American Federation of Teachers (2009) estimated that 200,000 new teachers
need to be hired each year, 70,000 of them into high poverty urban areas. The United
States Department of Education’s 2007 Teacher Shortage Areas Nationwide Listing
report finds that geographic and content specialty shortages currently exist in nearly
every state throughout America (American Federation of Teachers, 2009). In 2005,
Baltimore City Public Schools took a different approach to bringing their educator
numbers up to par. They hired one hundred and eight teachers from the Philippines to
help meet staffing shortages; these recruits were placed primarily in schools labeled
“persistently dangerous” by the state of Maryland (American Federation of Teachers,
2009). Just four years later, more than 600 Filipino teachers are working in Baltimore,
constituting nearly 10% of the city’s teaching force, each of them paid between $5,000
and $8,000 to a recruitment agency for their placement in Baltimore (American
Federation of Teachers, 2009).
This issue has not only affected Baltimore, but effects of teacher shortages are
being felt throughout the United States. The nation stands to lose half of its teachers to
retirement over the next decade, but states and districts have an opportunity to avert the
crisis, according to report released by the National Commission on Teaching and
America’s Future (NCTAF) (National Center on Teaching & America’s Future, 2009).
For eighteen states in particular, (CT, ID, IL, IN, IA, ME, MA, MT, NH, NJ, NM, ND,
OR, RI, VT, WA, WV, and WY) and the District of Columbia, half of the public school
teachers are age fifty or older, with the average retirement age of fifty nine (American
Federation of Teachers, 2009).

For Tennessee in particular, the Office of Research and

Policy at the Tennessee Department of Education found that retirement rates in
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Tennessee have risen since 2009, corresponding with a loss of an additional 1% of the
teacher workforce or approximately 1,000 teachers per year (Tennessee Department of
Education, 2013). Tennessee has implemented a number of reforms under the state’s
winning of Race to the Top plan in 2010, in addition to other factors has caused many
educators to go into retirement or simply find a different profession due to the ever
changing and increasing demands set by the state (Tennessee Department of Education,
2013). In 2011, Tennessee’s Govern Haslam made being a teacher in the state even more
difficult by putting into place a new tenure law for teachers. The tenure law mainly
extends the probationary period for new teachers from three years to five before tenure is
awarded, and ties continued tenure status to a new evaluation system to be approved by
the State Board of Education (Locker, 2011). Due to the constant demands set by the
federal and state government, the fear of a teacher shortage exists.
The University of Tennessee conducted a study in 2009, in conjunction with the
Tennessee Department of Education and the state’s Higher Education Commission,
concluding that if teacher positions are not filled throughout the state, the state can expect
a teacher shortage so severe that 40% of the current positions could be open by the fall of
2013 (Roberts, 2009). The study found that Tennessee would need 69,168 teachers in the
year 2013, but only have 57,665 on the payroll (Roberts, 2009). Tennessee’s 2006
Teacher Equity Plan’s review of 2004-05 data revealed that high poverty and high
minority schools had a larger percentage of beginning teachers, a smaller percentage of
teachers with master’s degrees, and a lower percentage of core academic courses taught
by highly qualified teachers (HQTs) than low poverty and low minority schools
(Tennessee Department of Education, 2009). As a result of high turnover, high-need
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urban and rural schools are frequently staffed with inequitable concentrations of underprepared, inexperienced teachers who are left to labor on their own to meet the needs of
their students (National Commission on Teaching and America’s Future, 2011).
Providing highly qualified teachers in rural schools is no small matter as nearly one third
(30.3%) of America’s public schools and teachers are located in rural areas (National
Comprehensive Center for Teacher Quality, 2012). Rural school districts are often the
largest single employer in their area and they serve as the social, recreational, and cultural
foundation of their communities. However, the standards that have been set regarding
highly qualified teachers have made it difficult to find and keep teachers in rural school
districts. Although the problem of teacher recruitment and retention varies across the
United States, overall there is a major shortage of teachers in rural school districts
(American Association of School Administrators, 2009). According to Mahaffey (2012),
more than 9.6 million students are enrolled in rural school districts in the United
States. In addition, an additional 1.8 million students are enrolled in rural schools in
school districts not classified as rural by the federal government (Mahaffey,
2012). Together, these 11.4 million students who attend rural schools comprise more than
23% of all public school students throughout America (Mahaffey, 2012).
In order to properly educate these students, there needs to be a supply of highly
quality and available teachers for rural schools to draw from. The National Center for
Educational Statistics (2012) found that there was a projected 3.6 million full-timeequivalent (FTE) elementary and secondary school teachers engaged in classroom
instruction in fall 2010. The National Comprehensive Center for Teacher Quality (2012)
determined that nearly one third (30.3%) of America’s public schools and teachers were

41	
  

located in rural areas. More recently the National Center for Educational Statistics
(2012) concluded that one-third of the nation’s public schools continued to be located in
rural areas but now more than 40% of public teachers are in rural community schools.
There has been a steady decline in the number of people who select teaching as a career,
an increase in the number of people retiring early, low salaries, decreased job satisfaction,
and lack of societal respect for teachers as factors that have contributed to the teacher
shortage (National Science Foundation, 2008). This is especially the case in rural schools
across the nation not being an exception to the trends.
Teacher Recruitment
Due to the factors associated with rural school districts, getting teachers to decide
to come to a rural school district is a challenge. In 2009, the National Rural Education
Advocacy Coalition surveyed 298 school administrators from 22 states to identify
specific obstacles faced by rural school districts. Although the survey results indicated
that retaining teachers was very difficult, what was found to be even difficult was getting
teachers to the rural school districts in the first place. There were a variety of reasons
that hindered the recruitment of teachers in rural school districts.
Nationwide, beginning rural schoolteachers earn 11.3% less salary than teachers
in non-rural districts (Rural Education Statistics, 2008). In addition, the average salary in
rural districts is 13.4% lower than in non-rural areas (Battle for Kids, 2014). Even
experienced teachers (those with masters' degrees plus 20 years) receive lower salaries.
Rural schools teachers are paid 17.2% less than their non-rural peers. In Tennessee, the
average teacher salary in 2009 was $45,926.67 (Teacher Salary Information, 2013).
According to the Tennessee Education Association (2013), Memphis City School
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District, an urban school district has the highest paid teachers in the state, offering a
salary of $42,343.00 to educators who have a bachelor’s degree, while rural school
district, Trousdale County Public Schools offer their educators with a bachelor’s degree a
much lower salary of $30,420. Less than 50% of districts’ funds are provided by the state,
while the other 50% comes from the local tax base (New America Foundation, 2013).
When the school district is the largest employer in the area, jobs can be very difficult to
come by, leaving many rural persons unemployed, thus unable to contribute to the tax
base.
Rural schoolteachers have lower salaries but are often required to teach several
subjects, therefore having to be qualified in multiple subjects. These demands, set by No
Child Left Behind law makes it nearly impossible for many rural school districts to meet
this requirement. Although the desired results were there, No Child Left Behind has not
aided high poverty urban and rural areas to recruit and retain "highly qualified" teachers
(Lecker, 2004). Studies have found that to recruit rural teachers, administrators must
target candidates with rural backgrounds or with personal characteristics or educational
experiences that predispose them to live in rural areas (Townsell, 2007). The emphasis on
background and experience is crucial for racially or culturally distinct communities.
Attracting highly qualified teachers to the rural school districts is difficult,
especially when it comes to attracting teachers who are familiar with a rural setting or are
willing to adapt to a rural setting (Zagier, 2010). Many teachers who have been raised in
a rural setting end up returning to a rural setting to teach. Various “grow-your-own”
strategies offer incentives to local residents with potential to become teachers. The
success of such programs as “grow your own” hinges on funding from private donors and
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the state and ongoing collaboration among neighborhood groups, universities, and school
districts that work as teams to recruit, train, and place teachers in classrooms (Ramirez,
2007).
The Idaho State Board of Education carries out opportunities for scholarships,
mentoring, and instructional support for the purpose of helping Idaho School Districts
place qualified Bilingual Education, English as a Second Language, and Native American
teachers in classrooms where they can serve as role models/mentors to help advance the
academic achievement of traditionally underserved minority students (Idaho Department
of Education, 2012). These teachers are able to connect with the rural community, thus
being able to better connect with the students and parents.
Rural school districts have found that having a partnership with local institutions
of higher education to create high-quality alternative routes to teacher certification, helps
to find people who want to be a part of a rural school setting (The National
Comprehensive Center for Teacher Quality, 2012). Through strong partnerships, districts
can help evaluate the quality of university graduates and have a voice to reform teacher
preparation program. Many alternative routes to certification are based at local
universities and allow paraprofessionals, military personnel, and other professionals to
transition into teaching. In 2007, California’s Senate signed a law for the California
Paraprofessional Teacher Training Program, which was put into place in 2008
(Commission on Teacher Credentialing, 2011). This program is a state-funded career
ladder, which leads to a teacher preparation program and then to a teaching credential.
These participants can be undergraduates or already have a Bachelor’s Degree without
any teaching coursework. Assistance with the cost of tuition, fees, and books is given to
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increase the success rate in the program. Often times, job placement takes place in the
school that the participant does time learning in.
Troops to Teachers is a national federal program, which helps eligible military
personnel to become educators in public school systems inside the United States in,
grades K-12 (Troops to Teachers, 2012). Established in 1994 as a Department of
Defense program, financial assistance may be provided to prior active duty personnel
who are willing to teach three years in a targeted school. Stipends up to $5,000.00 are
awarded to help pay for costs associated with teacher certification. A teacher teaching in
a Title One school may be eligible to receive a $10,000 bonus. The National Center for
Education Information, (2012), found that since 1993, over 12,000 retired members have
brought their expertise in many areas including mathematics, science and foreign
language to schools through the program. Ninety percent of the participants were male,
twenty nine percent were members of minority groups, and twenty nine percent were
teaching mathematics. One-fourth of the teachers were working in inner-city schools,
while another 48% were teaching in small towns and rural communities.
Many of the people who are interested in teaching in a rural setting, are interested
in 'going home' or specifically look for a rural or small-town environment in which to
raise their families (Chaika, 2006). While others have come from an inner city or poverty
situation and specifically seek to teach in these communities because they believe they
can make a difference (Chaika, 2006).
Teacher Retention
Over the years, with the help of the federal government, rural school districts have
become very creative at attracting teachers to their districts. However, the larger battle is
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keeping teachers at rural school districts. The real source of the teacher shortage problem
is teacher turnover more than teacher recruitment (Berry, Daughtry, & Wieder, 2010).
Between 40% and 50% of all beginning teachers in rural school districts leave the
profession after just five years (Schwartzbeck & Kusler, 2005). In a 2003, school leaders
were asked about the difficulty of attracting and retaining high performing teachers.
Although the study found that over 35% of the 896 rural school leaders surveyed, found it
was “very” difficult to attract teachers to rural school districts, it was even more alarming
that 41% of the 896 rural school leaders surveyed found that retaining these same
teachers was “extremely” difficult (Education Week, 2011). Once teachers are recruited,
it is imperative their work environment meet their needs in order to retain these
individuals (Osterholm, Horn, & Johnson. 2006).
In a rural community, the school and community are dependent upon each other
for success, the rural school tending to be the center of the community (Applegate, 2008).
Because of this, retaining teachers is of utmost importance to the student’s and school
district’s success (Applegate, 2008). The National Center for Educational Information
found four main reasons why rural teachers leave the profession, benefits and money,
teaching multiple subjects, cultural differences, and isolation (2012). In some rural areas,
teachers also need to be prepared to teach students with a wide variety of skill levels in
the same classroom (such as mainstreaming special education students and English
language learner students) (Barley, 2007). Nationwide, beginning rural teachers earn
11.3% less than teachers in non-rural districts (Rural Education Statistics, 2008).
According to the National Center of Educational Statistics’ report “Statues of Education
in Rural America, 2007,” the average base salary for teachers in rural areas was $44,000,
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well below the national average of $49,600, and trailing the average salaries for teachers
in towns, $45,200; suburbs, $54,200; and cities at $51,200 (National Center for
Education Statistics, 2009b).
The characteristics and challenges of teaching and living in a rural setting where
the community is tightly sociologically connected to their school may catch many new
teachers unprepared and off guard (Woodrum, 2009). Effective teaching (Eppley, 2009)
and leadership (Budge, 2006) in rural areas require that educators recognize and respect
this unique sociological dynamic. Usually the teachers who end up staying are either
from a rural background or have previous experience with rural communities (University
of Michigan, 2013). It is extremely difficult to find teachers who fit in with the rural
community and will stay for a long period of time if they are not accustomed to the small
town setting. A feeling of isolation inside the classroom may arise for rural teachers,
bringing about feelings of “being in over one’s head” and of being alone in the chaos of
educating students, thus causing teacher burn out sooner, than later (Osterholm, 2006).
Teacher shortages do not appear to be the result of too few people entering the
field, but that of too many teachers leaving the profession entirely, having a four percent
higher turnover rate than any other profession (Riggs, 2013). Turnover rates of rural
school teachers affect the success of a school district. By being able to retain the
teachers, rural school districts are able to have teachers who are better connected to the
youth of the surroundings. These teachers are “Irreplaceable” because students who learn
from them instead of a low-performing teacher gain between five and six months of
additional learning and have greater chances of attending college (The New Teacher
Project, 2012). The National Commission on Teaching and America’s Future (NCTAF)
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estimates that the national cost of public school teacher turnover could be over $7.3
billion a year (National Commission on Teaching and America’s Future, 2009). This new
estimate is significantly higher than the most recent estimate of $4.9 billion in annual
costs that was made in a report by the Alliance for Excellent Education in 2005, and takes
into account recent increases in the size of the teacher workforce and the rate of teacher
turnover (National Commission on Teaching and America’s Future, 2009). Many
analysts believe that the price tag is even higher; hiring costs vary by district and
sometimes include signing bonuses, subject matter stipends, and other recruiting costs
specific to hard-to-staff schools (Alliance for Excellent Education, 2005). Some attrition
in education is expected. Some teachers do retire, others leave for personal reasons such
as to care for family or children, and a relatively small number are dismissed from their
jobs and encouraged to leave the profession (Alliance for Excellent Education, 2005).
Recently released data from the 2003-2004 Schools and Staffing Survey show
that this attrition is worsening, during the 2003-2004 school year, 332,700 left teaching
(245,429 left for other pursuits, and 88,271 retired) (National Commission on Teaching
and America’s Future, 2009). Young, eager teachers are leaving the profession at an
unsustainable rate. These findings are a clear indication that America’s teacher dropout
problem is spiraling out of control. In 2008-2009, over 7% of public school teachers in
the U.S. changed schools, and 8% left the teaching force (Keigher, 2010). Teacher
attrition has grown by 50% over the past 15 years, leaving the national teacher turnover
rate to rise to 16.8% (National Commission on Teaching and America’s Future, 2009). A
growing body of evidence indicates that teachers who produce higher student
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achievement gains are at least as likely, and sometimes more likely, to stay in schools
than their less effective peers (Boyd, Lankford, Loeb, Ronfeldt, & Wyckoff, 2011).
With the changing tide of teachers, school districts have had to be creative in their
way of dealing with solving the issue of teacher turnover. Over the course of the 20th
century, public education across the nation transformed from a fragmented, localized
form of governance into a consolidated, centralized one (University of Buffalo Regional
Institute, 2009). During the last forty years, schools with thousands of students have
become more common, needing less teachers to teach in the school districts, however
these teachers need to be fully certified in the area of teaching. Among these are the
countless numbers of rural schools, which have come to consolidation. The number of
public schools across the country has steadily declined, moving from a peak of 271,000
schools in 1920 to only 83,000 in the late 1980s (Berry et al. 2010). The rapid rate of
school consolidation, combined with the dramatic growth in attendance, created a fivefold increase in school size, with average daily attendance increasing from 87 to 440
students (Berry et al. 2010).
The logic for consolidating schools springs from an idea born in the late 19th
century industrial era: "Economy of scale" is the idea that it is possible to reduce the
production cost by increasing the size of the facility. Since that era, school systems have
based their organizational structures on the belief that education can contribute to an
optimal social order using techniques adapted from industry. According to early 20th
century education reformer Ellwood P. Cubberly, there were three distinct advantages of
larger schools: 1) a reduced ratio of administrators to teachers, creating a more
centralized and efficient system of administration; 2) more specialized instruction,
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achieved by dividing students based on age, subject area, and ability; and 3) better
facilities at lower costs (Berry et al. 2010).
Although consolidation is not favored in many areas, often times there are many
factors that play a part in the final decision for consolidation. The University of Buffalo
Regional Institute (2009) identified several factors that facilitated this transition to larger
consolidated school districts: A number of forces prompted and enabled the pooling of
students into larger districts during the 20th century, including greater expectations for
the quality, comprehensiveness, and duration of schooling in industrial societies; calls
from state officials and academics for more efficient and professionalized management of
schools; falling enrollment in rural communities as population shifted to urban areas; and,
not least, the emergence of school buses and good roads to transport students to
centralized classrooms. As schools and districts consolidated, the responsibility for dayto-day operations and the general authority over the schools were transferred from elected
school boards to professional superintendents and administrators (Berry et al. 2010).
The actual environment of rural schools sometimes makes it hard for their
students to succeed (University of Michigan, 2013). Rural schools face poor conditions
that their students are exposed to on a daily basis, lack of adequate facilities, course
materials, and programs that wealthier districts have (University of Michigan, 2013).
The aid bonus from consolidation can be quite large. In New York, consolidating
districts may receive an increase in their basic operating aid of up to 40 percent for five
years, with declining increases for an additional nine years (Duncombe, & Yonger,
2011). On top of this aid, consolidating districts also may receive a 30% increase in
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building aid for projects initiated within 10 years of consolidation (Duncombe, &
Yonger, 2011).
The idea of saving money by educating more at one time appears to be a solution
to many persistent problems. However many adults express strong concern about the
character and behavior of young people in this country, including disruptive and often
violent behavior of students. According to the Department of Education, schools of
1,000 or more students experience 825% more violent crime, 270% more vandalism, and
1,000% more weapons incidents, compared to those with fewer than 300 students
(Mitchell, 2012). Other concerns include the disintegration of families, the loss of stable
communities to support families, and the lack of clarity about who should teach values
and beliefs.
There is evidence that school consolidation may worsen some of these problems.
Common problems that come with such standardized systems include impersonal
climate, increased bureaucracy, and low levels of student participation. In turn, these
problems are indirectly linked to social conflict in schools (Stewart, 2009). The intensity
of these problems increase as schools get larger. Research indicates that schools with
400 to 900 students tend to hold more promise for students academic achievement than
larger schools (Stewart, 2009). Typically, rural schools fall into this category. Schools
with 400 – 900 students have higher rates of attendance, lower drop out rates, and higher
participation rates in extracurricular activities (Stewart, 2009). In her research, Joan
Blauwkamp (2011), with the University of Nebraska, found that school consolidation
deprives rural communities of a vital site of community life, and it also fragments and
destroys relationships that are vital to the maintenance of community life. In addition,

51	
  

Blauwkamp found, the time and distance required for travel to a consolidated school
affects the students, their families, and the educators (2011). Additionally, evidence
continues to build demonstrating the advantages of small schools in attaining higher
levels of student achievement (Penn State College of Education, 2013). Larger schools
have been shown to increase transportation costs, raise dropout rates, lower student
involvement in extracurricular activities, and harm rural communities’ sense of place
(Penn State College of Education, 2013). Hopkins (2005) found that small rural schools
offer a sense of community not found in their larger urban counterparts. Research has
shown that most community members regardless of their social-economic status, desire
for their children to succeed in school and in life (Mapp, 2011). The history of race,
power, and oppression in the United States, combined with the disadvantages suffered
disproportionately by children of color and children of poverty, suggests that providing a
quality education for all children may be as much a matter of political will as it is a
matter of resources in many rural communities (Williams, 2010).
Summary
The literature review consisted of research articles, journal articles, case studies,
and briefings regarding rural schools throughout the country. These provide a solid basis
of resources and first hand research for the review of literature. Results of the study will
be included once all information has been gathered.
Using research, a connection is made consisting of the standards leading to the
problems unique to rural school districts, teacher supply and demand, teacher recruitment
and attrition, and the perceptions of human resource directors in rural school districts
regarding rural teachers recruitment and retention.
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Rural education has experienced a see - saw effect of interest and disinterest on
the part of educational organizations. No Child Left Behind brought about new standards
not only for students, but also for teachers. While being expected to maintain high
standards of learning, expand their academic learning, and often times teach more than
one subject, rural teachers often live great distances from high education institutions,
posing issues with expanding their academic learning. Recruiting new teachers to rural
schools is an issue that rural schools face each year, however with the help of federal and
private programs, like Troops to Teachers, Grow Your Own, and establishing a
connection with local universities, opportunities are found to assist with filling open
positions in rural school districts. Distance, isolation, low salary, and a feeling of being
overworked are factors that play an immense part in the recruitment and retaining rural
schoolteachers. However, with an awareness of these concerns, rural school districts are
able to bring about new and creative ways to entice new teachers to their school districts.
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Chapter 3
Methodology
Introduction
The purpose of this study is to examine Tennessee rural school district personnel
and/or human resources directors’ perceptions of factors that influence the recruitment
and retention of highly qualified teachers in rural school districts.
Research Questions
For the purposes of this study, the following research questions were addressed:
1. What are the most important factors in recruiting teachers?
2. What do human resource directors perceive are the most effective strategies in the
recruitment of teachers?
3. How do these recruitment factors differ by locale and Title I?
4. What are the most important factors in retaining teachers?
5. How do these retention factors differ by locale and Title I?
Methodology
The study is of a quantitative nature and will use data collected from a survey.
Data collected by the researcher for a specific purpose is considered primary data
(Institute for Work & Health, 2008). Primary data are collected for a specific research
problem at hand, using procedures that fit the research problem best (Hox, 2005).
Driscoll (2007) explains primary data research as that conducted all the time by
journalists who use it as their primary means of reporting news and events. In addition,
national polls and surveys discover what the population thinks about a particular political
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figure or proposal. Furthermore, companies collect data on their consumer base and
market trends. Other specific uses for which primary data analysis may be put are:
(a) When addressing a local problem that may not have been addressed before and
little research is there to back it up;
(b) When writing about a specific group of people or a specific person; and
(c) When addressing a topic that is relatively new or original and few publications
exist on the subject (Driscoll, 2007, p. 1)
The primary goal of this study is to examine school district personnel and/or
human resources directors’ perceptions of factors that influence the recruitment and
retention of highly qualified teachers in rural school districts. The study will compare the
relationships between teacher recruitment, retention strategies, school district locale
student demographics, and Title I.
Population and Sample
The state of Tennessee is divided into three geographical regions; east, middle,
and west. Throughout the state, there are 138 school districts serving Tennessee students.
The east region of Tennessee has 52 school districts, of which 25 or 48% of these school
districts being rural. The middle region of Tennessee has 47 school districts of which 31
or 66% of the school districts are rural. The west region of Tennessee has 37 school
districts of which 25 or 70%, are rural school districts. The U.S. Bureau of the Census
(2013) defines “rural” as a residual category of places “outside urbanized areas, in open
country, or in communities with less than 2,500 inhabitants,” or where the population
density is “less than 1,000 inhabitants per square mile”
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The school district population for this study will be the 81 rural school districts.
The subjects under study in the school districts are the personnel and/or human resources
directors who are responsible for the recruitment and retention of school personnel
including highly qualified teachers. In some school districts the role of personnel and/or
human resources director may performed by the school district superintendent.
Participation in the study is voluntary; however, the researcher will make every
effort to maintain confidentiality and anonymity of participants in the study. In
accordance with university policies, permission to conduct this study was obtained from
the Institutional Review Board for the Protection of Human Subjects, University of
Memphis (see Appendix A). Also, permission will be secured from the districts of the
participating schools.
Survey Instruments
The survey instrument that was used in the study was derived from an
investigation developed by the North Carolina Professional Teaching Standards
Commission (NCPTSC), entitled, “Teaching, Empowering, Leading and Learning
(TELL) Survey” (NCPTSC, 2011). The survey provided a detailed look at factors
contributing to teacher satisfaction and employment trajectories (NCPTSC, 2011). The
survey identified the following areas: time, empowerment, leadership, decision-making,
facilities, availability of resources, and future employment plans.
The survey entitled “Rural School Districts: Recruitment and Retention Issues”
used for this research was designed based on the literature to assess the demographics of
the school district, the participants’ perceptions of recruitment and retention issues of
rural school teachers, and how their school district handles the recruitment and retention
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of teachers. The survey instrument was used to capture data on the school district
demographics, levels of rural school district human resource personnel’s perceptions
regarding the recruitment and retention of teachers within their school district, and
current strategies being implemented by their school district. These areas were decided
upon based upon relevant literature on recruitment and retention of teachers in rural
school districts. The data was used to correlate the findings using the perception data
obtained from rural school district human resource personnel from the instrument. The
instrument provided non-identifying information on the perceptions of the participants.
Question type was considered in the design phase of the survey creation. For
purposes of this study, different question types were used: 1) ranked or likert, 2) numeral,
and 3) percentile. A total of 17 questions with subparts were used to assist in gathering
information from principals in rural school districts throughout the state of Tennessee.
Categories of data for the entitled “Rural School Districts: Recruitment and
Retention Issues” survey instrument are as follows:
1) Demographics (A)
a. Nine questions address school district demographics related to school locale,
number of schools, number and demographics of students, current teaching
positions filled and currently vacant, and percentage of highly qualified
teachers.
b. Question types in this section of the instrument are numeral or percentage
response.
2) Recruitment (B) – Five main questions are present in this section, with specific
topics in four and ranking in one;
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a. Difficulty with staffing specific grade levels (a balanced Likert style rating
scale question – Not at All, Some, A Great Deal)
b. Factors influencing the recruitment of teachers in a rural school district (a
balanced Likert style rating scale question – Not at All, Some, A Great Deal)
c. Recruitment strategies perceived as effective for recruiting teachers (a
balanced Likert style rating scale question – Not at All, Some, A Great Deal)
d. Recruitment strategies effective to the specific school district (Ranking the
most successful strategies in order)
e. Filling vacancies within the school at the beginning of the year (a balanced
Likert style rating scale question – Not at All, Some, A Great Deal)
3) Retention (C) - Two main questions are present in this section, with specific
topics in one and ranking in one;
a) Retention strategies are perceived as effective (a balanced Likert style rating
scale question – Not at All, Some, A Great Deal)
b) Retention strategies effective to the specific school district (Ranking the most
successful strategies in order)
Table 1 below represents the alignment of survey items to the research questions
presented in this study.
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Table 1
Research Alignment Matrix
Research Questions

Related Survey Item

Category

RQ1: What are the most important factors
in recruiting teachers?

12, 15

Recruitment

RQ2: What do human resource directors
perceive is most effective strategies in
recruitment of teachers?

13, 14

Recruitment

RQ3: How do these recruitment factors
differ by locale and Title One?

1, 2, 3, 4, 5, 6, 7, 8,
9, 10, 11

Recruitment

16, 17

Retention

1, 2, 3, 4, 5, 6, 7, 8,
9, 10, 11

Retention

RG4: What are the most important
strategies in retaining teachers?
RQ6: How do these retention factors differ
by locale and Title One?

Reliability and Validity
Reliability for the TELL Survey Reliability for the TELL Survey was estimated
from the responses by 286,835 educators from 11 states across the U.S. to assess the
structure of the response scale and the alignment between survey items and broader
survey constructs (Swanlund, 2011). The reviews used the Rasch Rating Scale Model to
examine the item-measure correlations, item fit, rating scale functioning, and
generalizability of the instrument (NCPTSC, 2011). Results from the external validity
testing prompted several edits to increase the statistical stability of the TELL Survey. The
external review analyzes reliability using both the Rasch model reliability and
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Cronbach’s alpha. It was concluded, the TELL survey was capable of producing
consistent results across participant groups, offering a robust and statistically sound
approach for measuring teaching, employment, and learning conditions.
The “Rural School Districts: Recruitment and Retention” survey was reviewed by
a group of experienced rural school personnel and or human resources directors who are
not participating in the study, but were familiar with the concerns of teacher recruitment
and retention in rural school districts. The survey was found be reliable with regards to
the recruitment and retention of teachers and rural education. The group felt that
questions were fine with some suggestions being regarding the wording of some of items.
In particular, some terms or phrases made the statements or questions unclear and were
removed or rephrased. After the final survey was created, respondents stated that the
directions and strategies were clearly understandable and no further changes were made.
Data Collection
Prior to initial data collection activities starting, an individual email will be sent to
each of the 82 personnel and/or human resources directors in the rural school districts in
Tennessee. It will describe the study’s purpose, and how confidentiality would be
obtained by having a control number assigned to each of the school districts being
surveyed. In addition, it will also describe how data will be collected as well as the
estimated amount time required to complete the survey. Once, participation is secured, a
Consent to Participate Form and an self-addressed stamped envelope will be send to
participants within 3 – 5 business days via the United States Postal Service
After a 15-day period, the surveys will be counted and identified by assigned
control number. An email expressing gratitude will send to each of the participants who
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returned the Consent to Participate Form and completed surveys. An email will be send
to participants who had not returned the Consent to Participate form and the survey. At
the end of a three-week period the survey will be formally closed. The surveys that are
returned will put into an excel spreadsheet.
Data Analyses
The spreadsheet data will be entered into the Statistical Package for the Social
Sciences (SPSS) version 20. In order to answer the research questions both descriptive
and analytic measures will be employed. Means and standard deviations, frequencies and
percentages, measures of regression and correlation coefficients will be used in the
analysis of data. Specific analyses in relationship to the research questions are presented
in Chapter 4.
Summary
The methodology was described for an investigation of the perceptions of rural
school district personnel and/or human resources directors regarding the recruitment and
retention of teachers within their school district. Included in the description of the
methodology were the population and sample, instrumentation, data collection methods
and procedures and data analyses related to the four research questions. It is intended
that this chapter would provide specific information related to the collection, tabulation,
and analyses of the data.
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Chapter 4
Results
Chapter 4 of this study presents the results of data analysis of 81 rural school districts’
personnel and/or human resource directors’ responses on sections of the Rural School Districts:
Recruitment and Retention Issues survey, regarding the strategies for recruitment and retention of
highly qualified teachers, as well as the factors that influence the recruitment of teachers. The
survey used in this study, Rural School Districts: Recruitment & Retention Issues, was developed
with the use of an investigation developed by the North Carolina Professional Teaching Standards
Commission (NCPTSC), entitled, “Teaching, Empowering, Leading and Learning (TELL)
Survey” (NCPTSC, 2001). This chapter is organized in terms of five specific research questions
presented in chapter one. The results of all analyses presented in this chapter are organized in
terms of the five research questions posed in Chapter 1. These questions are as follows:

1. What are the most important factors in recruiting teachers?
2. What do human resource directors perceive are the most effective strategies in the
recruitment of teachers?
3. How do these recruitment factors differ by locale and Title One?
4. What are the most important factors in retaining teachers?
5. How do these retention factors differ by locale and Title One?
Analysis and Results

School-level demographics and professional data were collected from the 81 rural
school districts throughout Tennessee. A complete summary of the demographic
characteristics of the sample is contained in Table 2. Data were entered into SPSS and
analyzed by the researcher. Descriptive statistics were used to count frequencies and
calculate percentages. Mean rank, median rank, standard deviations, and percentage rank
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were computed to ascertain the respondents' levels of agreement on effective teacher
recruitment/retention strategies in rural school districts. Non-parametric tests (MannWhitney and Kruskal-Wallis test) were used to analyze for group comparison.
Analysis by Research Question
Prior to the analysis by research question, Table 2 provides descriptive data of the
81 rural school districts throughout Tennessee, comprising of 272 elementary schools
(5.0 on average), 145 middle schools (3 on average), and 107 high schools (2 on
average). The most common type of school was found to be elementary (52% of the total
sample). The sample consisted of 228,229 students total, with 109,989 elementary school
students (48% of the total sample), 47,136 middle school students (21% of the total
sample), and 71,104 high school students (31% of the total sample). On average, the
number of schools which qualify for Title I is 61%.
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Table 2
Demographic Characteristics of Districts: Means and Standard Deviations

Characteristic

M

SD

Number of Schools in District
Elementary
Middle School
High School

5.0
2.8
2.0

4.1
5.1
1.7

2036.8
906.5
1316.7

1986.9
825.3
1449.1

Ethnic Distribution of Children in District
African American %
Asian %
Caucasian %
Hispanic %
Native American %
Other %

7.2
0.9
83.5
3.7
0.6
0.2

11.8
0.8
24.2
4.3
0.5
0.5

Percentage of Title I Students in District

61.2

22.5

Number of Teaching Positions in District

312.2

431.9

1.2

2.3

82.8
82.3
78.2
76.7
75.3

31.0
31.8
39.9
41.0
43.2

Number of Children Served in District
Elementary
Middle School
High School

Current Number of Teaching Vacancies in District
Highly Qualified Teachers by Degree in District
Bachelor’s Degree %
Master’s Degree %
Masters plus 45%
Educational Specialist %
Doctorate %

	
  

(Table 2 continues)	
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(Table 2 continued)

Characteristic

District Locale
Large Town
Small Town
Rural, not located near an urban area
Rural, located near an urban area
.
Percentage "Some" Staffing Difficulty by Level
Early Childhood (pre-kindergarten)
Early Elementary
Upper Elementary
Middle School
High School
Percentage "Some" Staffing Diffculty by Subject
Math
Science
Special Education
Foreign Language
English as a Second Language

f

%

2
7
25
20

3.7
13.0
46.3
37.0

13
2
4
37
49

24.1
3.7
7.4
69.8
92.5

50
46
23
13
11

94.3
86.7
43.3
25.4
20.7

Question 1: Important Factors in Recruiting Teachers
In order to ascertain the frequency of administrator perceptions of important
factors in the recruitment of teachers in rural school districts, the researcher used a list of
the thirteen “important factors” items on the Rural School Districts: Recruitment &
Retention Issues Survey (Table 3). The researcher collapsed the rating scale from a 3point category into a 2-point category to simplify discussion. Descriptions of the
responses to the items covering these thirteen important factors are provided in this

65	
  

section by 1) Not at All/Some and 2) Great Deal. Data tabulations, from a percentage
perspective, indicated the top six most frequently perceived important factors ("great
deal" response) affecting teacher recruitment were: 1) salary levels (n=30 respondents or
55.6%); 2) funding (n = 30 respondents or 55.6%); 3) accountability for student test
scores (n = 14 respondents or 27.5%); 4) benefits package (n = 14 respondents or 25.9%);
5) geographic location (n = 12 respondents or 22.2%); and 6) school environment and
culture (n = 9 respondents or 16.7%) The top six least frequently perceived important
factors ("not at all/some" response) affecting teacher recruitment were: 1) NCLB degree
attainment requirements (n = 51 respondents or 94.4%); 2) professional support (n = 49
respondents or 90.7%); 3) NCLB subject proficiency requirements (n = 47 respondents or
87%); 4) NCLB certification requirements (n = 47 respondents or 87%); 5) working
conditions (n = 47 respondents or 87%); and 6) proximity to larger districts (n = 46 or
85.2%).
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Table 3
Administrator Perceptions of the Importance of Factors for Teacher Recruitment in
Rural Districts

Factors

Not at All/
Some

Great
Deal

M

SD

N

%

n

%

a. Salary Levels

24

44.4

30

55.6

2.5

0.6

b. Funding

24

44.4

30

55.6

2.5

0.6

c. Geographic Location

42

77.8

12

22.2

2.1

0.6

d. Proximity to Larger Districts

46

85.2

8

14.8

1.7

0.7

e Benefits Package

40

74.1

14

25.9

2.0

0.7

f. Additional Perks

41

75.9

13

24.1

1.8

0.8

g. School Environment and
Culture

45

83.3

9

16.7

1.6

0.8

h. Working Conditions

47

87.0

7

13.0

1.6

0.7

i. Professional Support

49

90.7

5

9.3

1.6

0.7

j. NCLB Certification
Requirements

47

87.0

7

13.0

1.7

0.7

k. NCLB Degree Attainment
Requirements

51

94.4

3

5.6

1.6

0.6

l. NCLB Subject Proficiency
Requirements

47

87.0

7

13.0

1.8

0.7

m. Accountability for Student
Test Scores

37

72.5

14

27.5

2.1

0.7
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Question 2: Perceived Most Effective Strategies in Recruiting
Data tabulations revealed the six most frequently used recruitment strategies
("great deal" response) in rural school districts were: 1) personal contacts or networking
(n = 27 respondents or 50%); 2) relationships with colleges or universities (n = 23
respondents or 42.6%); 3) local advertising (n = 20 respondents or 37%); 4) website or
Internet advertising (n = 19 respondents or 35.2%); 5) collaborating with colleges or
universities (n = 19 respondents or 35.2%); and 6) references from other districts (n=16
or 29.6%). The six least frequently used recruitment strategies ("not at all/some"
response) in rural school districts were: 1) collecting state/local data on teacher supply
and demand (n = 52 respondents or 96.3%); 2) out-of-state or national advertising (n=51
respondents or 94.4%); 3) job banks (n = 50 respondents or 92.6%); 4) offering housing
or relocation assistance (n = 50 respondents or 92.6%); 5) regular evaluation or
recruitment initiatives (n = 50 respondents or 92.6%); and 6) statewide advertising (n =
50 respondents or 92.6%).
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Table 4
	
  
Administrator Perceptions of the Frequency of Strategy Use for Teacher Recruitment in
Rural Districts.
Not at All/
Some
N
%

N

%

a. Job Fairs

46

85.2

8

b. Local Advertising

34

63.0

c. Statewide Advertising

50

d. Out-of-State or National
Advertising

Strategies

Great
Deal

M

SD

14.8

1.8

0.7

20

37.0

2.2

0.7

92.6

4

7.4

1.7

0.6

51

94.4

3

5.6

1.3

0.6

e. Website or Internet
Advertising

35

64.8

19

35.2

2.2

0.7

f. Job Banks

50

92.6

4

7.4

1.4

0.6

g. Personal Contacts or
Networking

27

50.0

27

50.0

2.4

0.7

h. References From Other
Districts

38

70.4

16

29.6

2.2

0.6

i. Relationships with Colleges
or Universities

31

57.4

23

42.6

2.3

0.7

j. Unsolicited Resumes or
References

49

90.7

5

9.3

2.0

0.5

k. Investing in “grow-yourown” initiatives (e.g., helping
paraprofessionals earn
certification)

44

81.5

10

18.5

1.9

0.7

l. Offering targeted incentives
for hard-to-staff schools or
subject areas

46

85.2

8

14.8

1.9

0.6

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  

(Table 4 continues)
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(Table 4 continued)

Strategies

Not at All/
Some

Great
Deal

M

SD

N

%

N

%

m. Offering competitive salaries

38

71.7

15

28.3

2.1

0.7

n. Promoting benefits (including
insurance, daycare assistance,
and/or tuition assistance)

42

77.8

12

22.2

1.8

0.8

o. Offering housing or
relocation assistance

50

92.6

4

7.4

1.2

0.6

p. Collecting state/local data on
teacher supply and demand

52

96.3

2

3.7

1.3

0.5

q. Using data analysis to guide
recruitment

48

88.9

6

11.1

1.7

0.6

r. Including partners in
recruitment efforts

47

88.7

6

11.3

1.6

0.7

s. Regular evaluation or
recruitment initiatives

50

92.6

4

7.4

1.7

0.6

t. Collaborating with colleges or
universities (e.g., to customize
teacher education programs)

35

64.8

19

35.2

2.2

0.7

u. Including building-level staff
in recruitment and hiring
processes

37

71.2

15

28.8

2.2

0.6

v. Promoting the advantages of
teaching and living in the area

39

72.2

15

27.8

2.0

0.8

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  

Mean rank, median rank, standard deviations, and percentage rank were computed
to ascertain the respondents' levels of agreement on effective teacher recruitment
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strategies in rural school districts (Table 5). Administrator respondents were asked to
rank their district's top six effective strategies used for recruiting teachers to rural school
districts. Data tabulations resulted in the following teacher recruitment strategies being
selected: 1) personal contacts or networking (72%); 2) website or Internet advertising
(67%); 3) local advertising (52%); 4) relationships with colleges or universities (46%); 5)
references from other districts (39%); and 6) including building-level staff in recruitment
and hiring processes (38.9%).
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Table 5
Administrator Perceptions of the Relative Effectiveness of Strategy Use for Teacher Recruitment
in Rural Districts

M
Rank

Mdn
Rank

SD

% Ranked
1-6

g. Personal Contacts or Networking

2.9

3.0

2.2

72.2

e. Website or Internet Advertising

2.6

3.0

2.3

66.7

b. Local Advertising

2.5

1.0

2.8

51.9

i. Relationships with Colleges or Universities

1.6

0.0

2.0

46.3

h. References From Other Districts

1.4

0.0

2.1

38.9

u. Including building-level staff in recruitment and
hiring processes

0.9

0.0

1.3

38.9

a. Job Fairs

1.2

0.0

2.0

37.0

t. Collaborating with colleges or universities

1.0

0.0

1.6

35.2

j. Unsolicited Resumes or References

0.9

0.0

1.7

25.9

k. Investing in “grow-your-own” initiatives

0.9

0.0

1.7

25.9

v. Promoting the advantages of teaching and living
in the area

0.6

0.0

1.3

24.1

c. Statewide Advertising

0.8

0.0

1.7

22.2

m. Offering competitive salaries

0.6

0.0

1.3

22.2

l. Offering targeted incentives for hard-to-staff
schools or subject areas

0.4

0.0

1.0

13.0

n. Promoting benefits

0.3

0.0

1.1

9.3

q. Using data analysis to guide recruitment

0.2

0.0

0.7

9.3

d. Out-of-State or National Advertising

0.3

0.0

1.2

7.4

f. Job Banks

0.4

0.0

1.3

7.4

	
  	
  

	
  	
  

	
  	
  

	
  	
  

Strategies
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(Table 5 continued)

M
Rank

Mdn
Rank

SD

% Ranked
1-6

r. Including partners in recruitment efforts

0.2

0.0

1.1

5.6

p. Collecting state/local data on teacher supply and
demand

0.1

0.0

0.4

3.7

s. Regular evaluation or recruitment initiatives

0.0

0.0

0.1

1.9

o. Offering housing or relocation assistance

0.0

0.0

0.0

0.0

	
  	
  

	
  	
  

	
  	
  

	
  	
  

Strategies

	
  	
  

	
  
	
  
	
  
Question 3: Recruitment Factors Differ by Locale and Title I
Because the distribution of administrator perceptions of effective teacher recruitment
strategies in rural districts with different percentages of Title I students did not conform to a
normal distribution, the nonparametric Mann–Whitney test was used to make statistical
comparisons. The perceived effectiveness of the different teacher recruitment strategies, namely,
personal contacts, Internet advertising and local advertising did not differ between rural districts
with higher and lower percentages of Title I students. The difference between rural districts with
a lower percentage of Title I students and their counterpart districts with a higher percentage of
Title I students approached significance for relationships with colleges or universities (MannWhitney U=239.5, Z=-2.34, p<.05) and references from other districts (Mann-Whitney U=252.5,
Z=-2.20, p<.05).
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Table 6
Mann-Whitney Comparisons of the Effectiveness of Strategy Use for Teacher Recruitment in
Rural Districts by Percentage of Students in Title 1	
  
Lower %

Higher %

Strategies

M
Rank

Sum
Ranks

Mean
Rank

Sum
Ranks

U

Z

g. Personal Contacts/Networking

25.4

660.5

29.4

824.5

309.5

-1.0

e. Website/Internet Advertising

26.6

692.5

28.3

792.5

341.5

-0.4

b. Local Advertising

23.7

617.0

31.0

868.0

266.0

-1.8

i. Relationships w/ Colleges or
Universities

22.7

590.5

31.9

894.5

239.5

-2.34*

h. References from other
Districts

23.2

603.5

31.5

881.5

252.5

-2.20*

u. Including building-level staff
in recruitment/hiring processes

26.3

683.0

28.6

802.0

332.0

-0.6

*p < .05.

Due to large differences between the groups in amount of variance, Kruskal-Wallis
nonparametric tests were carried out to compare differences in the perceived effectiveness of the
different teacher recruitment strategies in rural districts by school district locale groups (Table 7).
In almost any school district rural locale groups – large town, rural not near urban, and rural near
urban – the results showed no significant group differences on the perceived effectiveness of the
different teacher retention strategies.
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Table 7
Kruskal-Wallis Comparisons of the Effectiveness of Strategy Use for Teacher Recruitment in
Rural Districts by District Locale	
  
Small/
Large
Town

Rural
not Near
Urban

Rural
Near Urban

M Rank

M Rank

M Rank

g. Personal
Contacts/Networking

29.0

30.2

23.5

2.2

e. Website/Internet
Advertising

28.9

31.0

22.6

3.4

b. Local Advertising

28.1

30.0

24.1

1.9

i. Relationships w/ Colleges
or Universities

33.2

27.8

24.6

2.3

h. References from other
Districts

32.2

27.7

25.1

1.7

u. Including building-level
staff in recruitment and
hiring processes

28.2

27.8

26.9

0.1

Strategies

χ

2

Question 4: Important Factors in Retaining Teachers
Data tabulations, from a percentage perspective, indicated the top six most frequently
perceived important factors ("great deal" response) affecting teacher retention were: 1) creating a
positive school culture (n = 35 respondents or 67.3%); 2) providing the best possible working
conditions (n = 35 respondents or 67.3%); 3) school environment and culture (n = 30 respondents
or 57.7%); 4) salary levels (n = 27 respondents or 50.9%); 5) working conditions (n = 30
respondents or 48.1%); and 6) professional support (n = 22 respondents or 42.3%). The top six
least frequently perceived important factors ("not at all/some" response) affecting teacher
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retention were: 1) offering incentives for staying past the first year (n = 52 respondents or 100%);
2) involving communities to welcome or support new teachers (n = 49 respondents or 94.2%); 3)
additional perks (n = 48 respondents or 92.3%); 4) NCLB certification requirements (n = 46
respondents or 88.5%); 5) NCLB degree attainment requirements (n = 46 respondents or 88.5%);
and 6) involving communities to welcome or support new teachers (n = 49 respondents or
94.2%). Table 8 is shown below.
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Table 8	
  
Administrator Perceptions of the Frequency of Strategy Use for Teacher Retention in Rural
Districts.

Strategies

Not at All/
Some

Great
Deal

M

SD

N

%

N

%

a. Salary Levels

26

49.1

27

50.9

2.4

0.7

b. Funding

34

65.4

18

34.6

2.2

0.6

c. Geographic Location

36

67.9

17

32.1

2.2

0.7

d. Benefits Package (e.g.,
health, retirement)

37

71.2

15

28.8

2.2

0.6

e Additional Perks (e.g.,
Relocation expenses, housing
subsidies, signing bonuses)

48

92.3

4

7.7

1.3

0.6

f. School Environment and
Culture

22

42.3

30

57.7

2.5

0.7

g. Working Conditions (e.g.,
teach many subjects, large
classes)

27

51.9

25

48.1

2.3

0.7

h. Professional Support (e.g.,
staff development, specific
types of training, mentoring)

30

57.7

22

42.3

2.3

0.6

i. Creating a positive school
culture

17

32.7

35

67.3

2.6

0.6

j. Providing the best possible
working conditions

17

32.7

35

67.3

2.6

0.6

k. NCLB Certification
Requirements

46

88.5

6

11.5

1.8

0.6

l. NCLB Degree Attainment
Requirements

46

88.5

6

11.5

1.8

0.6

(Table 8 continues)
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(Table 8 continued)

Strategies

Not at All/
Some

Great
Deal

M

SD

N

%

n

%

44

84.6

8

15.4

1.8

0.7

40

76.9

12

23.1

2.1

0.6

o. Instituting formal induction
programs for new teachers

43

82.7

9

17.3

2.0

0.6

p. Offering formal mentoring
programs for new teachers

39

75.0

13

25.0

2.2

0.6

q. Offering other support for
teachers (e.g., administrative
support, appreciation programs)

36

69.2

16

30.8

2.2

0.6

r. Offering incentives for stating
on past the 1st year

52

100.0

0

0.0

1.4

0.5

s. Close Proximity to Higher
Paying Districts

44

86.3

7

13.7

1.6

0.7

t. Using technology for
mentoring, professional
development

43

82.7

9

17.3

2.0

0.6

u. Involving communities to
welcome or support new
teachers

49

94.2

3

5.8

1.8

0.5

v. Investing in leadership
development/shared leadership
throughout the schools

43

82.7

9

17.3

2.1

0.5

	
  

	
  

	
  

	
  

	
  

	
  

m. NCLB Subject Area
Proficiency Requirements
n. Accountability for Student
Test Scores

	
  

(Table 8 continues)
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(Table 8 continued)
Not at All/
Some

Strategies

N

Great
Deal

%

n

%

M

SD

w. Offering increased salaries
or rasies

36

69.2

16

30.8

2.1

0.8

x. Offering improved benefits

35

67.3

17

32.7

2.0

0.8

y. Offering tuition/other
assistance in obtaining full
certification

43

82.7

9

17.3

1.7

0.5

z. Regular evaluation process
regarding teacher retention

41

78.8

11

21.2

2.0

0.7

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  	
  

	
  	
  
	
  

Mean rank, median rank, standard deviations, and percentage rank were computed to
ascertain the respondents' levels of agreement on effective teacher retention strategies in rural
school districts (Table 9). Administrator respondents were asked to rank their district's top six
effective strategies used for retaining teachers to rural school districts. Data tabulations resulted
in the following teacher retention strategies being selected: 1) creating a positive school culture
(72.2%); 2) school environment and culture (64.8%); 3) salary levels (55.6%); 4) working
conditions (51.9%); 5) providing the best possible working conditions (51.9%); and 6)
professional support (38.9%).

79	
  

Table 9
Administrator Perceptions of the Relative Effectiveness of Strategy Use for Teacher Retention in
Rural Districts
M
Rank

Mdn
Rank

SD

% Ranked
1-6

i. Creating a positive school culture

2.4

3.0

1.9

72.2

f. School Environment and Culture

2.9

3.5

2.4

64.8

a. Salary Levels

2.6

2.0

2.7

55.6

g. Working Conditions (e.g., teach many subjects,
large classes)

2.2

1.5

2.2

51.9

j. Providing the best possible working conditions

1.4

1.0

1.6

51.9

h. Professional Support (e.g., staff development,
specific types of training, mentoring)

1.2

0.0

1.7

38.9

c. Geographic Location

1.6

0.0

2.4

35.2

d. Benefits Package (e.g., health, retirement)

1.4

0.0

2.3

33.3

b. Funding

0.9

0.0

1.9

20.4

o. Instituting formal induction programs for new
teachers

0.3

0.0

0.8

14.8

w. Offering increased salaries or raises

0.3

0.0

1.0

14.8

x. Offering improved benefits

0.4

0.0

1.1

14.8

k. NCLB Certification Requirements

0.3

0.0

1.0

13.0

q. Offering other support for teachers (e.g.,
administrative support, appreciation programs)

0.3

0.0

0.8

13.0

z. Regular evaluation process regarding teacher
retention

0.2

0.0

0.9

13.0

v. Investing in leadership development/shared
leadership throughout the schools

0.3

0.0

1.0

11.1

Strategies

(Table 9 continues)
80	
  

(Table 9 continued)
M
Rank

Mdn
Rank

SD

% Ranked
1-6

l. NCLB Degree Attainment Requirements

0.3

0.0

1.0

9.3

p. Offering formal mentoring programs for new
teachers

0.1

0.0

0.5

9.3

0.2

0.0

1.0

9.3

n. Accountability for Student Test Scores

0.2

0.0

0.7

7.4

m. NCLB Subject Area Proficiency Requirements

0.1

0.0

0.3

5.6

e Additional Perks (e.g., Relocation expenses,
housing subsidies, signing bonuses)

0.1

0.0

0.5

1.9

r. Offering incentives for stating on past the 1st
year

0.0

0.0

0.1

1.9

t. Using technology for mentoring, professional
development

0.0

0.0

0.1

1.9

s. Close Proximity to Higher Paying Districts

0.0

0.0

0.0

0.0

y. Offering tuition/other assistance in obtaining full
certification

0.0

0.0

0.0

0.0

	
  	
  

	
  	
  

	
  	
  

	
  	
  

Strategies

u. Involving communities to welcome or support
new teachers

	
  	
  

Question 5: Retention Factors Differ by Locale and Title One
Because the distribution of administrator perceptions of effective teacher retention
strategies in rural districts that had different percentages of Title I students did not conform to a
normal distribution, the nonparametric Mann–Whitney test was used to make statistical
comparisons. The perceived effectiveness of the different teacher retention strategies, namely,
creating a positive school culture; school environment and culture; salary levels; working
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conditions; providing the best possible working conditions; and professional development did not
differ between rural districts with higher and lower percentages of Title I students. Table 10 is
shown below.

Table 10
Mann-Whitney Comparisons of the Effectiveness of Strategy Use for Teacher Retention in Rural
Districts by Percentage of Students in Title 1
	
  
Lower %
Strategies

Higher %

M
Rank

Sum
Ranks

Mean
Rank

Sum
Ranks

U

Z

i. Creating a positive school
culture

27.1

705.0

27.9

780.0

354.0

-0.2

f. School Environment and
Culture

29.3

762.5

25.8

722.5

316.5

-0.8

a. Salary Levels

25.2

655.5

29.6

829.5

304.5

-1.1

g. Working Conditions (e.g.,
teach many subjects, large
classes)

29.3

761.0

25.9

724.0

318.0

-0.9

j. Providing the best possible
working conditions

25.5

662.5

29.4

822.5

311.5

-1.0

h. Professional Support (e.g.,
staff development, specific types
of training, mentoring)

26.2

682.0

28.7

803.0

331.0

-0.7

A Kruskal-Wallis nonparametric test was conducted to evaluate differences among
school district locale groups (Table 11) on mean rank in the perceived effectiveness of the
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different teacher retention strategies in rural districts. In almost any school district rural locale
groups – small/large town, rural not near urban, and rural near urban – the results showed no
significant group differences for the perceived effectiveness of the different teacher retention
strategies, with the exception of school environment and culture. The nonparametric ANOVA
(Kruskal-Wallis test) revealed a statistically significant difference in school environment and
culture as a function of school district rural locale groups, Χ2= 8.0, p < .05. Inspection of the
group means suggests that there are significant differences in the perceived effectiveness of
school environment and culture used in small/large town vis-a-vis rural/not near urban district.
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Table 11
Kruskal-Wallis Comparisons of the Effectiveness of Strategy Use for Teacher Retention in Rural
Districts by District Locale
Small/
Large Town

Rural
not Near
Urban

Rural
Near Urban

M Rank

M Rank

M Rank

i. Creating a positive school
culture

32.5

23.3

30.6

3.7

f. School Environment and
Culture

37.9

29.0

21.0

8.0*

a. Salary Levels

20.4

30.3

27.3

2.9

g. Working Conditions (e.g.,
teach many subjects, large
classes)

29.9

27.0

27.0

0.3

j. Providing the best possible
working conditions

29.1

26.9

27.6

0.1

h. Professional Support (e.g.,
staff development, specific types
of training, mentoring)

32.4

29.5

22.8

3.9

Strategies

χ

2

*p < .05. M Rank “Town” > M Rank “Rural, Near Urban”
	
  
	
  
Summary of Findings
In conclusion, this chapter provided the results and an explanation of the data analysis
used in this study. This chapter also displayed the data collection and method of analysis that was
used to interpret the information studied. Each response was formulated to address the data
findings and to answer the five research questions that surround this study. With regards to
question one, the results of a series of Analysis of Variance (ANOVA) suggested systematic

84	
  

differences among the 13 important factors in recruiting teachers. Findings reveal the top six
most frequently perceived important factors were: 1) salary levels, 2) funding, 3) accountability
for student test scores, 4) benefits package, 5) geographical location, and 6) school environment
and culture. The findings also reveal that the top six least frequently perceived important factors
were: 1) NCLB degree attainment requirements, 2) professional support, 3) NCLB subject
proficiency, 4) NCLB certification requirements, 5) working conditions, and 6) proximity to
larger districts.
With respect to question 2, the results of the ANOVA revealed the six most frequently
used recruitment strategies in rural schools were: 1) personal contacts or networking,
relationships with colleges or universities, 3) local advertising, 4) website or Internet advertising,
5) collaborating with colleges or universities, and 6) references from other districts. The findings
also revealed the six least frequently used recruitment strategies in rural school districts were: 1)
collecting state/local data on teacher supply and demand, 2) out-of-state or national advertising,
3) job banks, 4) offering housing or relocation assistance, 5) regular evaluations or recruitment
initiatives, and 6) statewide advertising. Additional findings revealed the top six effective
strategies for teacher recruitment strategies were: 1) personal contacts or networking, 2) website
or Internet advertising, 3) local advertising, 4) relationships with colleges or universities, 5)
references from other districts, and 6) including building-level staff in recruitment and hiring
processes.
Likewise with respect to question 3, the results of the Mann-Whitney test suggested that
perceived effectiveness of the different teacher recruitment strategies, namely personal contacts,
Internet advertising and local advertising, did not present a difference between rural districts with
higher and lower percentages of Title I students. However, the difference between rural districts
with lower percentage of Title I students and their counterpart districts with a higher percentage
of Title I students approached significance for relationships with colleges or universities and
references from other districts. Using the Kruskal-Wallis nonparametric tests, the findings
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indicated that there was not any significant group difference on the perceived effectiveness of the
different teacher retention strategies among the school district rural locale groups (large town,
rural not near urban, and rural near urban).
With regards to question 4, the results of the ANOVA suggested differences among the
26 important factors regarding the retention of teachers. Findings reveal the top six most
frequently perceived important factors were: 1) creating a positive school culture, 2) providing
the best possible working conditions, 3) school environment and culture, 4) salary levels, 5)
working conditions, and 6) professional support. The findings also reveal that the top six least
frequently perceived important factors were: 1) offering incentives for staying past the first year,
2) involving communities to welcome or support new teachers, 3) additional perks, 4) NCLB
certification requirements, 5) NCLB degree attainment requirements, and 6) involving
communities to welcome or support new teachers. Additional findings revealed the top six
effective strategies for teacher retention strategies were: 1) creating a positive school culture, 2)
school environment and culture, 3) salary levels, 4) working conditions, 5) providing best
possible working conditions, and 6) professional support.
Finally, with respect to research question 5, a Mann-Whitney test suggested that there
was not a difference between rural districts with higher and lower percentages of Title I students
with regards to the perceived effectiveness of the different teacher retention strategies of creating
a positive school culture, school environment and culture, salary levels, working conditions,
providing the best possible working conditions, and professional development. A Krusal-Wallis
nonparametric test revealed that there were no significant differences for the perceived
effectiveness of the different teacher retention strategies in any school district rural locale groups,
with the exception of school environment and culture. These results suggest that there are
significant differences in the perceived effectiveness of school environment and culture used in
small/large town vis-à-vis rural/not new urban district.
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Chapter 5
Discussion, Implications and Recommendations
The final chapter provides an overview of the study, including the purpose,
methodology, data analysis and results of the study. This chapter is presented as follows:
(a) Purpose of the Study, (b) Research Questions Guiding the Study, (c) Study Design
and Methodology, (d) Research Findings, (e) Discussion, (f) Recommendations for
Practice, (g) Recommendations for Further Research, and (h) Summary.
Review of Purpose of the Study
Distinguishing the issues with recruitment and retention of teachers in rural
school districts is currently an issue with regards to education reform. In the face of ever
changing government mandates, starting with the No Child Left Behind Act (NCLB) and
its highly qualified teacher requirements, to present day Common Core standards, rural
school districts are forced to confront significant obstacles to the recruitment and
retention of teachers (Center on Rural Education and Communities, 2014). Dwindling or
static enrollment, a severe teacher shortage, and lower relative salaries for teachers all
combine to threaten the ability of rural districts to both recruit and retain these qualified
teachers (Center on Rural Education and Communities, 2014).
Without knowing of the issues that rural school districts face regarding recruiting
and retention of educators, many state and policymakers argue that rural schools cost too
much and are inefficient to operate (Malhoit, 2005). Most efforts to improve educational
outcomes target school districts located in economically disadvantaged communities
since poverty and minority status are statistically correlated with lower academic
performance (Moretti, 2014). However, the irony in this fact is that more impoverished
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students live in the vast rural areas of the United States than in the nation’s cities
(Moretti, 2014). Even with this information, this diverse and poverty stricken population
has continued to be neglected by local and state leaders, policymakers, as well as
education researchers due to their lack of understanding for the needs of rural school
districts. Political leaders have offered proposals to consolidate rural school districts
which have below a certain enrollment size, use accountability systems to force
consolidation or closure, and even attempting to fiscally asphyxiate smaller schools by
reducing state aid if they choose to remain small (Malhoit, 2005). These “death sentence”
approaches often ignore the historical under-funding of many of these schools, the
poverty of the communities they serve, the well-established academic effectiveness of
small schools, and the numerous consequences of forcing children to travel long
distances and attend larger schools (Malhoit, 2005).
Studies on rural school districts’ issues are scarce, and the majority of the studies
that do exist deal mainly with planning from an administrator’s point of view in the area
of consolidation (Bard, 2005). The paucity of research about factors that influence the
recruitment as well as strategies for the recruitment and retention of highly qualified
teachers into rural school districts is a problem. Understanding Tennessee rural school
district personnel directors’ and human resources directors’ factors and strategies that
influence recruitment as well as recruitment and retention strategies is the purpose of the
study.
Restatement of Research Questions
For the purposes of this study, the following research questions were addressed:
1. What are the most important factors in recruiting teachers?
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2. What do human resource directors perceive is most effective strategies in
recruitment of teachers?
3. How do these recruitment factors differ by locale and Title One?
4. What are the most important factors in retaining teachers?
5. How do these retention factors differ by locale and Title One?
Study Design and Methodology
Small rural school districts have difficulty finding qualified teachers who fit in
with the school community and who will stay. In addition, they have problems retaining
these teachers. A study by the National Rural Education Advocacy Coalition (NREAC)
found that recruitment and retention are both difficult in rural schools because they not
able to offer as many incentives as urban and suburban schools (American Association of
School Administrators, 2009a). Rural school district human resources directors are
usually the school personnel responsible for recruiting and retaining highly qualified
teaches. There is a paucity of research about factors that influence the recruitment as well
as strategies for the recruitment and retention of highly qualified teachers. Understanding
Tennessee rural school district human resources directors’ perceptions of factors that
influence recruitment as well as recruitment and retention strategies is the focus of this
study. The state of Tennessee is divided into three geographical regions; east, middle,
and west. Throughout the state, there are 138 school districts serving Tennessee students.
The east region of Tennessee has 52 school districts, of which 25 or 48% of these school
districts being rural. The middle region of Tennessee has 47 school districts of which 31
or 66% of the school districts are rural. The west region of Tennessee has 37 school
districts of which 25 or 70%, of are rural school districts.
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The school district population for this study consisted of the 81 rural school
districts. The subjects under study in the school districts were the personnel and/or
human resources directors who are responsible for the recruitment and retention of school
personnel including highly qualified teachers. In some school districts, the role of
personnel and/or human resources director may be performed by the school district
superintendent.
Participation in the study was voluntary; however, the researcher made every
effort to maintain confidentiality and anonymity of participants in the study. In
accordance with university policies, permission to conduct this study was obtained from
the Institutional Review Board for the Protection of Human Subjects, University of
Memphis (see Appendix A). Also, permission was secured from the districts of the
participating schools. The spreadsheet data was entered into the Statistical Package for
the Social Sciences (SPSS) version 20. In order to answer the research questions both
descriptive and analytic measures were employed. Means and standard deviations,
frequencies and percentages, measures of regression and correlation coefficients were
used in the analysis of data.
Data Analysis
The quantitative study relied on data collected via the use of a survey completed
by rural school district personnel and/or human resource directors regarding their
perceptions on the recruitment and retention of rural teachers. The population consisted
of stratified sample of 81 rural school districts from the total population of 138 Tennessee
school districts. The researcher gathered perceptual data from 54 out of 81 possible rural
school district personnel and/or human resource directors. Data collected for this study
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was organized to perform the statistical analyses to answer the research questions posed
for this study.
Research Question 1 Discussion: What are the most important factors in recruiting
teachers?
Studies have shown that there are a variety of factors that contribute to teacher
shortages in rural districts, the largest one being difficulty recruiting teachers (Dadisman,
2010). Six factors, two of which had the same results, (salary levels, funding,
accountability for student test scores, benefits package, geographic location, and school
environment and culture) were found to be significant in regards to the recruitment of
teachers to rural school districts.

Figure 1. Bar graph showing an example of the most important factors in
recruiting teachers in rural Tennessee schools.
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Rural school district leaders felt that salary levels and funding affect the
recruitment for their schools the most. According to a national survey conducted in 2003,
more rural school superintendents consider low salaries a major obstacle to recruiting
teachers than any other single factor (Osterholm, 2006). Student test scores was the third
most important factor for recruitment, while the concern for the benefits package was
found to be of concern when recruiting educators. The school environment and culture
connected with the work place was at the bottom of the top five factors.
With the exception of student test scores, the factors determined by the research,
were all directly related to the applicant’s way of life in the areas of finances and
wellbeing. The community in which they live and school in which they work, the social
capital network, plays a large part in how people are able to actually enjoy their work and
life rather than feel oppressed by it (worrying about money, benefits, work environment);
ones that encourage questioning and thinking; ones that develop cooperation through
investing in social capital and mutual trust within the organization (Silume, 2013).
Family, community, and state involvement helps to increase the relevance and quality of
education by improving ownership, building consensus, reaching remote and
disadvantaged groups, mobilizing additional resources, and strengthening institutional
capacity (Archdall, 2010). To build and maintain a sustainable school or system, there
needs to be the connectors between the school system, community, and the employee the social capital (Urelli-Kashyap, 2010).
Research Question 2 Discussion: What do human resource directors perceive are the
most effective strategies in the recruitment of teachers?
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For school districts that are already hard-pressed to fill positions, often on short
notice, taking a more strategic approach to recruitment can be challenging (Center for
Public Education, 2008). Five strategies (personal contacts or networking, relationships
rural school districts have with colleges and universities, local advertising, website or
Internet advertising, and collaborating with colleges or universities) were found to be
effective with regards to the recruitment of teachers to rural school districts.

Figure 2. Bar graph showing an example of the most important strategies in
recruiting teachers in rural Tennessee schools.

Effective recruitment strategies are extremely important, especially in unique
situations, as in rural schools. The experiences in many states demonstrate that salary
supplements and other financial incentives are a necessary piece of the puzzle, but
monetary rewards alone are not sufficient (National Education Association, 2004).
Having a personal connection or networking ranked the highest for the most effective
strategy and most frequently used for recruitment. It has been found that more than 90%
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of positions are filled by someone who knew someone who knew someone (Weisman,
2014). Employee referrals are rated as one of the most commonly used and best methods
(Breaugh, 2009). Compared with those recruited by other methods, applicants generated
by referrals tend to have better job qualifications and make better employees - performing
better and remaining longer (Breaugh, 2009).
The relationships rural school districts have with colleges or universities is used
frequently by rural schools, however the expected outcome of recruiting new teachers is
less effective than website or Internet advertising. In this study, this method of
recruitment was found to be used less by rural school districts than expected in the twenty
first century. The Internet's vast reach can allow advertisers to reach significantly more
people than traditional advertising media at a fraction of the cost (Ingram, 2014). Internet
advertising is ideal for businesses with a national or international target market and largescale distribution capabilities (Ingram, 2014). Local advertising was the third most used
strategy with the third most effective results. Collaborating with colleges or universities
and references from other districts were found to be in bottom of the top five as strategies
for recruitment. In this study, collaborating with colleges or universities was found to not
be effective, where references from other districts were effective. One strategy, including
building-level staff in hiring process, did not show as a strategy that was perceived to be
effective, however it was found to be effective in this study. The Pathways to Teaching
Careers Program evaluation found that of paraprofessionals who graduated and were still
teaching after three years, nearly 90% were teaching in urban areas (The Teacher Center,
2014). A study conducted by the National Education Association (NEA) found that three
out of four paraprofessionals lived in the school district where they worked and had lived
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in the area an average of 25 years (The Teacher Center, 2014). Other research indicates
that many paraprofessionals are rooted in the community and are often familiar with the
language and culture of the students (The Teacher Center, 2014). Social ties, trust and
collaboration among teachers will enhance teaching effectiveness, teaching outcomes,
self-efficacy of teachers, teacher professionalism, continuous learning capacity of
teachers, and learning performance of students (Puchner & Taylor, 2006). A local and
distant community collaboration focused on the educational needs of the children and the
school system will develop a kind of social networks which in turn generates internal
school social capital, thus bringing about a circular effect of social capital in the
community.
Research Question 3 Discussion: How do these recruitment factors differ by locale and
Title One?
Recruiting and retaining teachers is a nationwide issue for schools in all locales
(Beesley, 2008). For rural schools, however geographic isolation can make it even more
difficult to recruit and retain a qualified teaching staff (Beesley, 2008). This two-part
question revealed that it does not matter which locale a school district is in, (large town,
rural not near urban, or rural near urban), there is not any difference in the effectiveness
of different teacher retention strategies. The findings of the Mann-Whitney test, used to
compare the perceived effectiveness of the different teacher recruitment strategies and
rural districts with higher and lower percentages of Title I students, revealed that there
was not a difference in personal contacts, internet advertising, or local advertising. There
was a difference in the relationships with colleges or universities and references from
other districts.
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Beginning in the summer of 2005, the National Education Association - in
collaboration with the National Board for Professional Teaching Standards - initiated a
series of state policy summits on how to recruit and retain teachers, working with
universities and promoting from within for high-needs schools (Berry, 2007). By
operating with surrounding school districts, reaching out to higher education institutions,
and with the support of the community, school systems are able to address the needs of
their schools by incorporating the social theory.
Research Question 4 Discussion: What are the most important factors in retaining
teachers?
According to one estimate, at least $2.6 billion is spent each year in recruiting,
hiring and training expenses to replace public school teachers who leave the profession
(Alliance for Excellent Education, 2004). The average teacher attrition hovers at 46
percent for teachers in their first five years of teaching; turnover in hard-to-staff schools
occurs at a higher rate (American Federation of Teachers, 2007). Five factors (creating a
positive school culture, providing the best possible working conditions, school
environment and culture, salary levels, working conditions, professional support) were
found to be the most important factors in retaining teachers to rural school districts.
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Figure 3. Bar graph showing an example of the most important factors in
retaining teachers in rural Tennessee schools.

Rural school district leaders identified that creating a positive school culture and
providing the best possible working conditions were two equally important factors in
regards to the retention of teachers. Although school environment and culture was the
next as the most important factor for retention, this factor works together with the top two
factors with regards to the environment in which returning teachers value. The New
Greenhouse Schools surveyed more than 4,800 teachers in almost 250 schools across the
country over the past two years (The New Teacher Project, 2012a). The findings from
the survey were the following:
Teachers want work environments that are a lot like the classroom environments
they strive to create for their students. They value working with their colleagues
toward clearly defined goals, with the help of leaders committed to each teacher’s
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success. In other words, they want a strong instructional culture: a culture that
prioritizes, protects, and develops great teaching above all else.
Salary levels, working conditions, and professional support, were considered to be
in the bottom of the top choices for most important factors for retaining teachers. The
typical prescription for teacher retention problems involves improving working
conditions and raising salaries (The New Teacher Project, 2012b). However for school
districts where there is limited funding for professional development, school
improvements, and increasing salary levels, this prescription is difficult to administer.
Studies show that while money matters to teachers, working conditions are more
important (Parents Across America, 2014). Teachers want to work in supportive
environments, where they have scope for creativity as well as rigor, and where colleagues
collaborate, rather than compete, with one another (Parents Across America, 2014).
Overall job satisfaction is more than just salaries. Studies have shown that the salary is
only a fraction (one percent to be exact) more important than the environment where the
work takes place (Vander Architects, 2004). An online job satisfaction survey conducted
by Vander Architects, (2004), found out that the office environment is considered more
important than the challenge of the job and almost twice as important as the colleagues.
With regards to this question, it has been found that effective strategies for
retaining teachers to rural schools are connected with how they feel in (culture and
conditions) and gain (salary) from their work place. In 2012, a study was conducted that
aimed to identify social capital structural dimensions and organizational commitment in
terms of reciprocity and collaboration features such as a commitment and claims that the
social capital in terms of the relational dimension organizational positively affects
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commitment relationship in terms of trust participation and norms, such as sharing
elements of organizational commitment positively affects and social capital of structural
size in terms of the communication and the values of factors such as organizational trust,
participation and sharing norms have a positive effect on organizational commitment
(Macke, 2012).
Research Question 5 Discussion: How do these retention factors differ by locale and
Title One?
Teacher turnover is one of the most discussed and least understood topics in
education (The New Teacher Project, 2012). At least 15% of K-12 teachers either switch
schools or leave the profession every year, so the cost to school districts nationwide is
staggering -- an estimated $5.8 billion (Graziano, 2005). Rural schools are not a
homogeneous group, and the teacher retention challenges they face are varied (Miller,
2012). This two-part question revealed that there was not a difference in which most
effective strategy (creating a positive school culture and school environment and culture,
working conditions, providing best possible working conditions, and professional
development) was the most effective in schools with higher and lower percentages of
Title I students.
The findings of the Kruskal-Wallis test, used to assess how retention factors are
different by locale (small/large town, rural, not located near an urban area, and rural,
located near an urban area) disclosed that there was not a difference in any locale. There
was a difference in the perceived effectiveness of school environment and culture used in
small/large town and rural/not near urban school district. These school districts felt that
having a positive and advancing school environment and culture made retaining teachers
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easier. A strong, positive school culture reinforces the sense of community and social
trust necessary for school improvement (Deal & Peterson, 2009). By principals
influencing teachers’ professional relationships and vise versa, acceptable norms for the
school are formed, affecting the children and community surrounding the school.
In a study conducted by Susan Johnson, Matthew Kraft, and John Papay, school
culture was studied as a predictor of teacher satisfaction and teacher turnover (Johnson,
2012). The researchers defined it as “the extent to which the school environment is
characterized by mutual trust, respect, openness, and commitment to student
achievement” (Johnson, 2012). The focus was on factors that involve teachers’
interactions with students and parents - because repeatedly, norms of student discipline
and parental involvement surface as powerful drivers of teacher turnover (Johnson,
2012). Trust between individuals and those within the community is built over time,
where there becomes a shared set of values and expectations within the social group.
A close partnership between school, family, and the community impacts the
development of the children within the community.
Discussion
The research questions for this study concerned important factors and the
perceived most effective strategies in recruiting retaining teachers in rural school district
locales in Tennessee. Personnel directors’ and human resource directors’ responses were
analyzed to determine which were effective recruitment and retention strategies for rural
school districts.
Recruitment. First, the findings provide evidence that the recruitment and
retention strategies by personnel directors and human resource directors are perceived to
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be effective. Positive correlations were observed for the recruitment of teachers among
the frequency of the strategy of personal contacts or networking and the relative
effectiveness of this strategy, indicating that knowing people and communication is key
to recruitment of teachers to rural school districts. The use of personal contacts promotes
economic development, government performance, and participation of the people,
therefore establishing a stronger environment. Not only is having a connection with
people key, but having a relationship with higher education organizations (colleges or
universities) was found to be effective for school districts with the locale of small/large
town and rural near urban, when recruiting teachers.
The School District of Philadelphia and the Philadelphia Education Fund designed
a program entitled The Student Teacher Pipeline to the Future, which ran from 2004 –
2009 (Philadelphia Education Fund, 2014). This program was designed to address the
issue of recruiting highly qualified teachers to schools, which were traditionally hard to
staff within the Philadelphia area. It consisted of more than 800 parents, students,
teachers, principals, administrators, non-profit external partners, and community
members, who gathered with the goal helping to meet the needs of the district in the area
of teacher shortages (Philadelphia Education Fund, 2014). Although this program was
designed for an urban school system, rural school districts are able establish a
relationship with higher education institutions likewise, bringing about awareness to the
public of the school districts’ needs, and building a relationship network with all
involved. Another example of the benefits of establishing a connection is, DeKalb
County school system’s out of the box approach to teacher recruitment. Once a year, the
district invites about 30 college placement directors to visit by bus to see the schools, to
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meet the superintendents, school board members, instructional leaders, teachers, and
community member for two days (University System of Georgia, 2013). The school
district sells itself to the college placement directors, having the placement directors to
then go back to their colleges or universities and sell the school district to their newly
highly qualified teachers.
School districts categorized with a locale of rural not near urban and rural near
urban found that website or Internet advertising was found to be a very effective 21st
century recruitment strategy, while local advertising and including building level staff,
still remained very effective. While personal contact/networking were beneficial in both
small/large towns and rural not near urban school districts. The United States
Department of Education (2008) presented a report that found that word of mouth is by
far their most effective recruitment tool, particularly because it typically yields candidates
who are similar to previously successful candidates. Moreover, satisfied candidates and
school systems are likely to spread the word without any special effort on the part of their
program (United States Department of Education, 2008).
Retention. Although sufficient numbers of teachers graduate from teacher
preparation programs each year, teacher shortages exist in part because graduates either
do not enter teaching, or a significant number of those who do enter leave within three to
five years (Cooper, 2006). Every year, U.S. schools hire more than 200,000 new teachers
for that first day of class, by the time summer rolls around, at least 22,000 have quit
(Graziano, 2005). When teachers leave, there is a large price tag for school districts.
Each teacher who leaves costs a district $11,000 to replace, not including indirect costs
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related to schools' lost investment in professional development, curriculum, and schoolspecific knowledge (Grazinao, 2005).
The findings regarding the retention factors by locale and Title I demonstrated
that creating a positive school culture was both the most frequent and most effective
retention method used in retaining teachers for both small/large town and rural near urban
school districts. Occupational research asserts that employees who feel valued, supported,
and needed are likely to exhibit organizational commitment, which in turn, positively
impacts employee retention (Bentein, Vandenberg, Vandenberghe, & Stinglhamber,
2005). When employees experience feelings of competence, personal responsibility,
opportunities for growth, and personal relationships, they feel indebted to their
organization and/or supervisor which can lead to longevity with the organization
(Stinglhamber & Vandenberghe, 2004). Results found that professional support (e.g.,
staff development, specific types of training, mentoring) and school environment and
culture were used by both small/large town and rural not near urban school districts. In
response to the question “Why are some teachers better than others?” a human capital
perspective would answer that some teachers are just better trained, more gifted, or more
motivated (Leana, 2011). A social capital perspective would answer the same question
by looking not just at what a teacher knows, but also where they get that knowledge
(Leana, 2011). The support that teachers get from their coworkers, administration, and
community leads to the teacher feeling as though they have a support system to rest upon.
Although salary ranked as an effective retention strategy, it was listed as a top
factor in only two locales, rural not near urban and rural near urban. This interesting fact
brings about valuable information regarding rural teacher salaries being in the top five as
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an effective retention strategy. The results demonstrate that the influence what the
communities and schools have to offer plays a larger part in the retention of teachers than
the salary. In a recent study, Eileen Horng (2009), found that working conditions were
more important to teachers than salary, certainly compensation matters, but it has never
risen to the top of the list for teacher satisfaction. Salary and compensation are often
listed among the factors believed to help boost the quality of teachers in high-poverty
schools (Horng, 2009).
Recommendations for Further Research
The paucity of research about factors that influence the recruitment as well as
strategies for the recruitment and retention of highly qualified teachers is a problem.
Understanding Tennessee rural school district human resources directors’ perceptions of
factors that influence recruitment as well as recruitment and retention strategies is the
purpose of the study.
Based on previous research and the findings of this research study, the following
recommendations are proposed for further study:
1. A replication of this study that analyses data sets from rural and urban school
districts regarding the geographical origins recruitment and retention strategies
used for teachers in those areas.
2. A study that ascertain what factors cause teachers who have been teaching less
than five years to leave positions in rural school divisions.
3. A study dealing with which attributes rural school administrators consider to be
important for applicants to possess.
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4. A study is needed to determine the extent to which school funds are used for
recruitment purposes, determining if there is a relationship between the amount of
money spent for recruitment and the effectiveness of the recruitment process.
5. A study to evaluate the newest recruitment process of technology. A team of
experienced educators, along with local colleges or universities would develop a
formal plan to evaluate the entire teacher recruitment process for the rural school
district, putting into practice the use of 21st century technology.
6. A study conducted on school districts that have used recruitment packages to
inform the applicant of both positive and negative attributes of a rural school
district and the type of lifestyle the new educator would be working and living
within.
7. A study which is conducted on school systems throughout the country who have
implemented an induction program for new rural schoolteachers, providing
community support to assist their adjustment to the rural community.
Determining if community support for new teachers has long term benefits of
teacher retention.
8. A study which would gather information from teachers who have been employed
in the rural school district for five or fewer years and six or more years. Asking
questions regarding as to why they have stayed with the school district, concerns
with the current structure (leadership, salary, benefits, etc.), and future plans.
9. A study consisting of individuals who are leaving the school system. Gathering
information from exit interviews, which would be held to collect information
regarding their recruitment process, placement, and overall teaching experience
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within the school district. This information can be used for future recruitment,
selection, and placement of future employees.
10. A study is needed to determine what the state Board of Education’s perceptions of
recruitment and retention of teachers in rural school districts are throughout the
nation.
11. A study that ascertains what the best practices are for teacher recruitment and
retention pertaining to the different locales.
12. A study aimed at finding which additional leadership theories are needed for
successful teacher recruitment and retention.
Summary
Rural school districts are burdened with unique problems regarding teacher
supply and demand, teacher recruitment and retention, and the perceptions of human
resource directors in rural school districts regarding the recruitment and retention of rural
educators. Rural education has experienced a see - saw effect of interest and disinterest
on the part of educational organizations. Constant changes to per the federal government
have brought about many additional challenges for these densely populated areas.
Research on the needs of rural school districts, the people they serve, and the unique
factors connected with all is helping enhance those efforts by shedding light on the
daunting task of continually finding and keeping highly qualified teachers in small, rural
school districts.
The process of recruiting new teachers to a school district is complex, time
consuming, and expensive, especially for rural school districts whose funding is mainly
federal due to the low tax base and high unemployment rates. In order to recruit certified
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teachers to rural school districts, administrators need to be creative in their tactics when
advertising their school district. Retention of teachers is an ongoing battle for all school
districts, however for the rural school districts, this battle needs to be fought by providing
constant support to those who are providing for the children of the community.
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